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Abstract 
Introduction 
Business has been undergoing rapid and unprecedented change. Never before has the 
industrial terrain changed so quickly (Hammel and Prahlad C.K, 1994). Sparked by new 
technologies, particularly the Internet, the corporation is undergoing a radical 
transformation that is nothipg l?ss than new-industrial revolution (Wayne F.Cascio, 2006) 
Organizations have no cdritrol over the changes happening in their external environment; 
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but these factors cannxjp^ls >i^ored as they have a profound impact on the business 
operations and their profitability (Mercy Mathew, 'Case Studies on Business 
Environment', www.flipkart.com). Organizations that do not conform to environmental 
requirements perish (Nilakant, V. and S. Ramnarayan, 1998). 
Competition in business is intense. Once safe markets are now fierce battle grounds 
where firms aggressively fight for market share against foreign and domestic competitors 
(Peter J.Dowling, Denice E Welch, Randall A Schuler, 2001). 
Certain types of business, which enjoyed State protection, are now exposed to 
competition. This is true for industries in the tertiary sector. Now substantial shift is 
takmg place towards this sector fi-om primary and secondary industries (Wikipedia, 
2003). 
In the year 1991, described as watershed year in India's post-independent economic 
development (Aggarwal J.C. and N.K.Chowdhury, 1991), the Government of India 
announced a series of policy measures (described as liberalization of Indian economy) 
aimed at removing restrictions and Jjarriers to economic activities, exposing Indian 
business to increased local as well as global competition. The reform process is 
described as gradual but quite different from earlier incremental approach (Cassen, 
Robert and Vijay Joshi, 1995). 
That development alerted the managers in those organizations to prepare their 
organizations to face the change. Under similar circumstances in UK, the Chief 
Executive of Nuclear Electric (U.K) observed: "In the private electricity market, there is 
no room for other than excellent, our competitors will see to that". This proves the point. 
Benchmarking 
In order to survive and grow in the highly competitive business world, organizations have 
to adopt focused strategies. Several tools are available for managements to navigate their 
business successfully. The prominent one among them is benchmarking. Benchmarking 
is a tool to help you improve your business processes; any business process can be 
benchmarked (www.hrfolks.com). Benchmarking is simply about making comparisons 
with other organizations and then learning the lessons from those comparisons (The 
European Benchmarking Code of Conduct - Xerox quote). 
Benchmarking has played a major role in reviving the fortunes of companies like Xerox 
and Ford. Many multinational giants and even other small businesses employing a 
handftil of people recognize the importance of benchmarking as a key component of their 
total quality management programmes. In the U.S. the coveted Malcolm Baldrige 
National Quality Award played a major role in promoting the awareness of 
benchmarking. Similarly quality awards in Australia and Europe created the awareness 
as benchmarking is a necessary element for winning these awards. 
Human Resource Management 
The only way an organization can strive to excel is to realize that the success today is not 
a function of financial muscle or physical assets but of competent workforce (Gatewood, 
Robert D. and Field H.S., 1998). Employees have become central for success or failure 
of an organization; they are the cornucopia of the ideas (Heneman and Heneman, 1994). 
Akio Morita the founder of Sony Corporation, once said, there is no magic in the success 
of Japanese companies in general and Sony in particular. The secret of their success is 
simply the way they treat their employees. Organizations are managed and staffed by 
people. Without people, organizations cannot exist. 
Effective organizations are increasingly realizing that of the varied factors that contribute 
to performance the human element is clearly the most critical. Human resources provide 
the competitive advantage. 
Power Industry 
Electricity, as is known, is a vital driver of economic development. Improvement in 
human development is strongly associated with access to electricity (UNDP, 2004 and 
lEA, 2004). Power sector is a fascinating ground for testing and implementing 
management concepts and techniques. 
In India although there has been considerable addition to the installed capacity the per 
capita consumption in the country has been one of the lowest compared to several other 
countries. At the same time, the price paid for electricity is higher. People are affected 
by considerable shortage and poor quality of supply of power (CEA, 2007). There is a 
gap between demand and supply; demand is also growing. 
In order to bridge the demand-supply gap and to improve the quality of delivery of 
power, the government had taken several initiatives. These include power sector reforms 
and policy initiatives. 
Power sector has been largely under the control of state or central governments. The 
State Electricity Boards, the monolithic organizations, entrusted with generation, 
transmission and distribution of power, had been enjoying monopoly status. Under the 
reforms process, the power sector is unbundled into three separate segments, viz, 
generation, transmission and distribution. It is easier to trace and rectify deficiencies in 
such segregated segments. The central Public Sector Undertakings like National Thermal 
Power Corporation Limited, National Hydro Power Corporation and Power Grid 
Corporation of India Limited have, however, carved a niche for themselves. Besides 
adding substantial capacity, they are executing several expansion projects and are noted 
for their professional management. 
Regulatory commissions are established at the state and central levels. Regulatory 
commission scrutinizes project proposals, approves tariff and sets standards for various 
parameters of operation and maintenance and delivery of services to consumers. 
With the introduction of Electricity Act, 2003, the sector is thrown open to private 
players. Therefore competition is expected to bring benefits for the consumers at large. 
For the existing utilities, it cannot be business as usual. To face competition, these 
utilities have to initiate performance improvement measures, which should focus on cost, 
quality and delivery. Human resources are critical in the endeavour to achieve superior 
performance. It is in this background the present research of benchmarking Human 
Resource Management practices in the generating organizations of power sector is 
undertaken. 
Research Gap 
From the time benchmarking was recognized as a useful management tool, one or other 
HRM function was also considered for benchmarking. Wage level, training and staffing 
were some of the commonly examined subjects under benchmarking. Bogan and English 
say, many benchmarking projects had targeted critical technical functions such as, 
distribution and logistics, billing, order entry and fulfillment, and as an advanced concept, 
it was also applicable to higher level flinctions such as, strategic planning, restructuring 
and joint venture management. Later, exclusive benchmarking exercises in HRM 
functions were also carried. International Game Developers Association, in 2003, carried 
out a study on human resource benchmarking, a study of international best practices. In 
Australia, among the library services, benchmarking exercise in HRD was undertaken 
(Ian Smith, 2006) 
The popular Malcom Baldrige Quality Award required compliance on certain elements of 
HRM. Suggestion was therefore made to carry out benchmarking of HRM functions 
under this Quality Award framework. 
The earlier exercises relating to benchmarking HRM functions in power industry can be 
traced to the work done in Nuclear Electric, UK and Florida Light and Power, USA. 
Nuclear Electric, UK through benchmarking established its strategic framework for the 
performance goals in the areas of manageable cost per unit of production; number of staff 
and output per employee. It also made external benchmarking in areas like outage 
management, safety management and health physics. Florida Light and Power, USA 
formed its quality plan that encompassed the principles of customer satisfaction, plan-do-
check-act (PDCA), management by fact and respect for people. 
In our country, the benchmarking tool was used by many organizations. Informal 
benchmarking was more in practice in power industry. It related to performance 
parameters and staff and wage levels. A benchmarking study conducted on HR functions 
in pharmaceutical industry by Nitin Vazirani has covered liR and strategic plans, 
organizational climate, training and performance management. It is a limited study 
covering only a few aspects of HR and the respondents were only managers who were in 
one city. The workers were not covered under the study. 
Literature about formal benchmarking study of HRM functions in power industry is not 
traceable. It has been ascertained that National Productivity Council of India took upon 
itself the responsibility of spearheading benchmarking movement in the country. A 
separate cell was learnt to have been formed for this purpose. However, it could not 
make headway as little response was forthcoming from the industry. Consequently the 
cell has been wound up now. 
An effort has been made to find out whether similar study has been undertaken earlier. 
The purpose was to review such study in case it was made and to identify gaps if any. A 
digital search was made through world web like Ebsco and Emerald but similar literature 
could not be found. Further, from a search made in the Bangalore University, Indian 
Institute of Management and Aligarh Muslim University, it has been noticed that neither 
a similar study nor a closely related study has been made. It is in this background that 
this research fills the gap. 
Statement of Problem 
Benchmarking has been credited with effecting dramatic turnarounds for companies in 
trouble and generally improving competitive positioning (Rogers Dale S, 1995). In the 
last three decades, several organizations have successfully implemented benchmarking 
projects with enormous benefits. They attained internal performance enhancement and 
could effectively meet competitors challenge, secure higher market share and ultimately 
achieve specific bottom line increases. Benchmarking can apply to any business process 
or function. 
As human resources are admittedly the key resource for the success of any business, 
benchmarking Human Resource Management functions can be of immense use. 
Benchmarking can be a very cost-effective method for making dramatic improvements in 
human resource process, according to Jac Fitz-enz, (1993), one of the gurus of human 
resource management. 
In several instances benchmarking exercises were carried out in operations or customer 
focus. Benchmarking projects carried out in US and Europe had covered some elements 
of HR functions as a requirement under the framework of Malcolm Baldrige, Deming 
Award or Australia Quality Awards. Some organizations had carried out exclusive 
benchmarking exercise in human resource management. 
In so far as power sector is concerned, an informal bench marking practice has been in 
place for long (Mohammed Zairi, 1998). There used to be exchange of information on 
operation parameters, maintenance norms and staff pattern and comparisons were made 
when managers in-charge of utilities met in different forums. Also wage/salary 
information was shared among certain utilities for reaching wage settlements. One of the 
power generating organizations covered under this research, namely, Kamataka Power 
Corporation Limited had organized a national conference on best practices in power 
generation during July, 1999. Several papers on the best practices adopted in operation 
and maintenance of power plants, project management, financing, renovation and 
modernization, environment management and HR were presented (KPCL, 1999). 
Until the reform process was set in motion, profitability or competition was not an issue 
for state utilities. Also the power projects were executed on state funding and supply of 
electricity has been less than demand. 
Consequent to reforms, most of the states have unbundled their utilities. Each state has 
generating company, transmission company and distribution company. The purpose is to 
stem the inefficiencies in these segments by infusing competition. When a commodity is 
in short supply, there is little incentive for performance improvement. With the new 
legislative framework, private players backed by professional expertise are now entering 
the power sector. In this new scenario each organization in the sector has to consciously 
plan and implement measures that will enhance its performance. HR is recognized to be 
one of the key components that will enhance performance. 
This research aims to carry out an exploratory study to identify the practices followed in 
certain human resource functions in the generating organizations of power industry and 
ascertain the best among them. 
There is a perceived void in formally understanding and comparing the practices 
followed in Human Resource Management. In most of the utilities, HRM function was 
not, until recently, established as a specialist function (Orissa State Electricity Board 
Case Study, 2001). As such, necessary literature or information relating to various 
aspects of human resources was not properly developed. 
In the absence of identifying best practices, the public sector may not be able to 
effectively face the competition. This problem is sought to be remedied by instituting a 
formal study on the power sector HR practices currently in place. Similar studies in other 
functions of generating organizations can provide multiple advantages. 
Objectives 
The broad objective of this research is to study the human resource management practices 
followed by power generating organizations and benchmark the best practices. The 
specific objectives of the research are: 
1. To ascertain whether manpower planning is in vogue in power generating 
organizations. 
2. To ascertain whether acquisition of manpower is made systematically in 
power generating organizations. 
3. To find out whether training and development initiatives are in place in 
power generating organizations. 
4. To identify whether career growth schemes in practice are appropriate in 
power generating organizations. 
5. To understand whether employee relations are cordial in power generating 
organizations. 
6. To ascertain the motivation level of employees in power generating 
organizations. 
Hyoptbeses 
The following null hypotheses have been formulated in respect of this study: 
Hoi There is no significant relationship between manpower planning and overall best 
practice in four power generating organizations. 
Ho2 There is no significant difference among the four power generating organizations in 
manpower planning. 
Ho3 There is no significant relationship between manpower acquisition process and 
overall best practice in four power generating organizations. 
Ho4 There is no significant difference among the four power generating organizations in 
manpower acquisition process, 
Ho5 There is no significant relationship between training and development and overall 
best practice in four power generating organizations. 
Ho6 There is no significant difference among the four power generating organizations in 
training and development. 
Ho7 There is no significant relationship between career growth and overall best practice 
in four power generating organizations. 
Ho8 There is no significant difference among the four power generating organizations in 
career growth schemes. 
Ho9 There is no significant relationship between employee relation and overall best 
practice in four power generating organizations. 
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HolO There is no significant difference among the four power generating organizations in 
employee relation. 
Holl There is no significant relationship between employee motivation level and overall 
best practice in four power generating organizations. 
Hol2 There is no significant difference among the four power generating organizations in 
employee motivation level. 
Sampling Plan 
The research is to study the human resource practices in generating organizations. There 
are 36 generating companies (looking after only generation) apart from 10 electricity 
boards which continue to look after all the three segments, namely, generation, 
transmission and distribution. 
Among these generating companies/boards, four organizations were selected for the 
study based on judgment. All these four power generating organizations were recognized 
to be good performers in generation of electricity. This was ascertained from the annual 
awards given out by the Central Electricity Authority for best performing generating 
stations (CEA, 2007). hi the years 2004-200.5 and 2005-2006, these four power 
generating organizations had bagged Gold or Silver or Bronze awards for best 
performance in generation from one or more power station(s) owned by them or for 
project implementation. It is relevant to note that performance of thermal power stations 
is measured in terms of plant load factor (PLF). The all India PLF for thermal stations 
was 77.03 per cent for the year 2006-2007. The PLF for NTPC was 89.4.1 per cent. 
APGENCO 85 per cent, TfvIEB 89.18 per cent and KPCL 89.18 per cent. As such, ali 
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these four power generating organizations had registered significant performance. As 
one of the requirements of benchmarking study is to select the best performing entities, 
these four organizations were selected. 
Among the four power generating companies, one is a central government generating 
company, namely, National Thermal Power Corporation Limited (NTPC) which was set 
up about three-and-a-half decades ago under the central domain. The second one is a 
state company, namely, Andhra Pradesh Power Generating Company Limited 
(APGENCO) which had been set up recently after reforms were introduced in electricity 
sector. The third one is an electricity board, namely, Tamil Nadu Electricity Board 
(TNEB) which has not been restructured and continues to be a monolithic organization 
managing all the three distinct activities of generation, transmission and distribution. 
The fourth one is a government company, namely, Kamataka Power Corporation Limited 
(KPCL) which was set up in 1970 long before the concept of unbundling came into 
being. Thus there is representation from central sector, state power companies and 
electricity boards. 
It was planned to have 700 respondents. From NTPC 220 employees and from the 
remaining three organizations 160 employees each were identified as respondents to the 
survey questionnaires. The respondents included 60 executives/managers and 160 
staff/workmen fi-om NTPC; and 40 executives/managers and 120 staff/workrnen each 
from the remaining three organizations. 
In identifying these willing respondents care was ralcen to cover all disciplines, viz, civil, 
electrical, mechanical, thermal, instrumentation, design, human resource/administration, 
finance and accounts, matciials, security, medical, commercial in respect of executives 
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and managers. As regards staft'workmen, technicians of various categories/grades, 
skilled/unskilled workmen and administrative/accounts staff were included. Employees 
of various departments are the internal customers of human resource management 
function. Therefore representation from different departments/functions in these 
organizations was found necessary and complied with accordingly. 
It was also ensured that the respondents were included from corporate/board 
administrative office as w<;ll as from one or more power station(s) under the control of 
each of these generating organizations. From NTPC, besides covering its corporate 
office, employees from Dadri Thermal Power Station and Ramagundam Thermal Power 
Station were included. As regards APGENCO, the corporate office as well was 
Vija)av»ada Thermal Power Station had been represented. Regarding TNEB, the 
respondents considered were from Board's administrative office, Ennore Thermal Power 
Station and North Chennai"Power Station. As far as KPCL was concerned, apart from its 
corporate office, power stations like Nagjhari Hydro Power Station, Supa Hydro Power 
Station. Sharavathy Hydro Power Station, Raichur Thermal Power Plant and Bellary 
Tliermal Power Station were covered. It may be noted here that in most cases power 
stations are located at places far away from the corporate or administrative office. The 
employees who expressed willingness were only covered in the survey. The support of 
senior/top management which included human resource as well as technical functionaries 
of these power generating organizations was obtained for conducting the study. 
Method of Data Collection 
The research intends to focus only on certain functions of human resource management, 
namely, manpower planning, manpower acquisition, training and development, career 
growth, compensation, employee relation and tnotivation. Data relating to various 
elements of these functions had to be obtained for the study. Keeping that requirement in 
view, a questionnaire was developed. StafCworkmen would not have access to 
information on certain aspects/areas of management. Questions relating to those 
aspects/areas were not addressed to them; instead they were reserved only for 
executives/managers. Similarly, a few questions of staff/workmen were not posed to 
executives/managers in view of nature of such questions. Other questions were same for 
both categories. For convenience, separate questionnaires were prepared for 
executives/managers and stafCworkmen. Against each question, 5 choices were given as 
answers. The answers were "strongly disagree", "disagree", "undecided", "agree" and 
"strongly agree". The corresponding score value was fixed at 1, 2, 3, 4 and 5. The 
respondents were required to mark one of the five choices as their answer. Using the 
questionnaire so developed a pilot study was conducted. The response received for the 
pilot study was statistically analysed for reliability. 
It was found that the alpha value was 0.9090 which led to the conclusion that the 
questionnaire was highly reliable. 
The three generating companies, namely, NTPC, APGENCO and KPCL together with 
the staff looking after generation in TNEB have a total work force of 35,000 employees. 
At a confidence level of 99%, with the confidence interval of 5, the Research Info.com 
indicated that sample size will be 653. The Rao Soft.com provided the sample size as 
645 for the population of 35,000 employees at a confidence level of 99% and margin 
error at 1%. Considering non-responsiveness, the sample size was rounded off to 700. 
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Thereafter the questionnaire was administered on 700 respondents identified. It was done 
with the assistance of qualified personnel drafted by the organizations. The respondents 
were not required to write their names or sign the questionnaire and were not aware of the 
identity of the researcher. That was to ensure frank and unbiased response. 
As against 700 respondents covered, response from 524 respondents were received. On a 
scnitiny, it was found that 20 responses were either incomplete or not properly answered 
and hence rejected. The remaining 504 responses were used for fiirther statistical 
analysis. 
Secondary infonnation from government organizations like, Central Electricity Authority 
(CEA), Central Board of Irrigation and Power (CBIP), Ministry of Power, Government of 
India, Professional/Trade Journals and websites was obtained to supplement the primary 
data. Discussions with senior fiinctionaries of power generating organizations were held 
and other required information/data obtained. 
Analysis 
The data collected was analysed using Statistical Package for Social Sciences (SPSS). 
Some of the tools used were: Analysis of Variance (ANOVA), Coefficient of Correlation, 
't' test and Arithmetic Mean. To illustrate data diagrams, charts and graphs were also 
used. 
Summary and Conclusion 
As stated earlier, the broad objective of the research was to study the HRM functions in 
generating organizations and to benchmark the best practices. The specific objectives 
were related to manpower planning, manpower acquisition, training and development 
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career growth, employee relation and motivation. The hypotheses were formulated to 
examine these objectives. 
In regard lo manpower planning, the obtained correlation value is significant and 
therefore manpower planning and overall best practice have strong relationship. The 
ANOVA test shows that there is significant difference among the four generating 
organizations. The 't' test results indicate that while NTPC has better manpower 
planning practice. Further, mean values also indicate that NTPC is better. 
In regard to manpower acquisition, the obtained correlation between manpower 
acquisition and overall best practice is significant and therefore they have strong 
relationship. The ANOVA test shows that there is significant difference among the four 
generating organizations. The t-test results show that KPCL has better manpower 
acquisition practice which is also confirmed from the mean values. 
As far as training and development is concerned, the obtained correlation value between 
training and development and over all best practice is significant. Consequently they 
have strong relationship. 
The ANOVA test shows that there exists significant difference among these four 
generating organizations. The 't' test results and mean values show that KPCL is better. 
Regarding career growth the obtained correlation value between career growth and 
overall best practice is significant and therefore they have strong relationship. The 
ANOVA test result shows that there is significant difference among four generating 
organizations. The 't' test results indicate that KPCL is better. 
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In respect of employee relation, the obtaiiied correlation value between employee relation 
and overall best practice is significant and therefore they have strong relationship. 
According to ANOVA test, there is significant difference among the four generating 
organizations. The t-test results indicate that KPCL has better employee relation practice. 
This is reinforced by the mean values. 
In regard to employee motivation, the obtained correlation between motivation level and 
over all best practice is significant. Therefore they have strong relationship. ANOVA 
test conducted indicates that there is significant difference among four generating 
organizations. The 'I' test results and mean values indicate that NTPC is better. 
Recommendations, Limitation and Suggestion for Future Research 
Recommendations 
Tills research throws light on "whom to benchmark with". For six human resource 
ftinctions, the lead organizations are identified. NTPC has been found to be the best in 
manpower planning practice and employee motivation level. As regards employees' 
acquisition, training and development, career growth and employee relation functions, 
IvPCL's practices have been found to be the best. 
Slowly but steadily the role of private sector in power generation has been increasing. 
Consequently, competitioi'i is experienced by the existing players. The imperatives of 
executing power projects on time without cost escalation and operating the power plants 
at superior perfoimance level have cast a new responsibility on the generating 
organizations to identify areas for improvement and implementing appropriate 
management practices. 
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All the four organizations taken up for study in this research are good ones in terms of 
performance in the respective fields. The response of employees on various HR elements 
contained in the study reveals that these organizations are regarded highly by their 
respective employees. It can therefore be said that there is a strong relationship between 
good employee practices and better performance towards achieving organizational goals. 
Therefore, in this context, it is recommended that power companies/state boards desirous 
of enhancing their performance may compare their human resource functions with these 
leaders. 
It is further suggested that generating organizations interested in carrying out 
benchmarking projects in human resource functions may send their senior functionaries 
to the identiried lead organizations to undertake comparative study. 
A one off interaction may not be sufficient. The option of deputing a few senior and 
middle level functionaries connected with HR and operations to the lead organizations to 
work there for a year or more may prove to be beneficial. The deputationists on return to 
their parent organizations can seek to implement the best practices they have learnt 
during deputation. This is quite possible as most of the players are extended aims of the 
state/central government. 
Good companies have good practices. Not only the lead organizations, the other two 
organizations also have good practices, which are worthy of adoption. TNEB is credited 
with formulating manpower plan in consultation with all its departments; focusing the 
training on skill development and attitudinal change and providing good terminal benefits 
to its employees. APGENCO is considered good in having a clearly "defined 
qualification and skill requirements" of its employees; positioning the employees on right 
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time of need; extending attractive wage/salary and fringe benefits; and maintaining 
cordial industrial relations with its employees. It is recommended that these elements of 
the respective human resource function can be learnt profitably from these organizations. 
Limitations of the Study 
The utility of the research has limitations. Generating companies in most cases are under 
the control of government. Several policies of government impact on these companies 
having far reaching implications for HR functions. There are variations among the 
policies of different governments. Regional differences too have their own implications. 
In making comparisons, these limitations act as hurdles. 
Only four organizations have been covered under this study. Based on judgement, 
considering their performance they have been selected. There are other power generating 
organizations that have won awards but are not covered under this study. It is quite 
possible that they may have practices better than the organizations now studied. The four 
organizations studied have vast geographical jurisdiction. Several power plants are 
owned by them. Only a few power stations have been covered through a sample of 
employees. Uncovered regions may have practices of significance. This s<;; Jy is also 
limited by the knowledge and skills of the researcher particularly in the statistical area. 
Suggestions for Future Study 
The present study has covered only certain HRM functions. It is recommended that 
similar studies may be conducted on remaining critical human resource functions. 
Such a study may be made at regional level where obtaining information could be 
quicker. Regional units have closer co-ordination. For instance, there are regional 
19 
electricity boards whicli co-ordinate power utilities in different regions. The learning 
process will be faster in case of regional comparisons. It is said that if best practices are 
not quickly studied and adopted the very practice itself may become not so best owing to 
efflux of time. 
There are multitudes of practices associated with setting up of power plants and processes 
involved in operations of power stations. This study covers only HRM fiinction. Similar 
study in project management, operation and maintenance of power plants, procurement of 
equipment, fuel and other materials, financing and other fimctions can be imdertaken. 
At the next level, a comparative study with private sector companies in generation 
segment is likely to make valuable contribution to the sector. 
It is further suggested that a study comparing with international organizations in power 
sector might be useful in future. National co-ordinating organizations like Central 
Electricity Authority may take responsibility for such study. 
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Chapter 1 
Introduction 
Business has been undergoing rapid and unprecedented change. Never before has the 
industrial terrain changed so quicicly (Hammel and Prahlad C.K, 1994). Sparked by new 
technologies, particularly the Internet, the corporation is undergoing a radical 
transformation that is nothing less than new industrial revolution (Wayne F.Cascio, 2006) 
Organizations have no control over the changes happening in their external environment; 
but these factors cannot be ignored as they have a profound impact on the business 
operations and their profitability (Mercy Mathew, 'Case Studies on Business 
Environment', www.flipkart.com). Organizations that do not conform to environmental 
requirements perish (Nilakant, V. and S. Ramnarayan, 1998). 
Competition in business is intense. Once safe markets are now fierce battle grounds 
where firms aggressively fight for market share against foreign and domestic competitors 
(Peter J.Dowling, Denice E Welch, Randall A Schuler, 2001). 
Certain types of business, which enjoyed State protection, are now exposed to 
competition. This is true for industries in the tertiary sector. Now substantial shift is 
taking place towards this sector from primary and secondary industries (Wikipedia, 
2003). 
In the year 1991, described as watershed year in India's post-independent economic 
development (Aggarwal J.C. and N.K.Chowdhury, 1991), the Government of India 
announced a series of policy measures (described as liberalization of Indian economy) 
aimed at removing restrictions and barriers to economic activities, exposing Indian 
business to increased local as well as global competition. The reform process is 
described as gradual but quite different firom earlier incremental approach (Cassen, 
Robert and Vijay Joshi, 1995). 
Most of the organizations in infrastructure sector were government owned and 
monopolies. World Public Sector Report (2005) concluded that countries successful in 
reaping the benefits of globalization were generally those with the most developed and 
comprehensive public sectors. The liberalization policy initiatives provided scope for 
competition with an ultimate aim of consumers obtaining better products and services. 
That development alerted the managers in those organizations to prepare their 
organizations to face the change. Under similar circumstances in UK, the Chief 
Executive of Nuclear Electric (U.K) observed: "In the private electricity market, there is 
no room for other than excellent, our competitors will see to that". This proves the point. 
Benchmarking 
In order to survive and grow in the highly competitive business world, organizations have 
to adopt focused strategies. Several tools are available for managements to navigate their 
business successfiilly. The prominent one among them is benchmarking. Benchmarking 
is a tool to help you improve your business processes; any business process can be 
benchmarked (www.hrfolks.com). Benchmarking is simply about making comparisons 
with other organizations and then learning the lessons from those comparisons (The 
European Benchmarking Code of Conduct- Xerox quote). 
Benchmarking provides value added tools and measurable difference in aligning the 
human side of business with the organization's strategic business plan (Jeanette Swist, 
1997). Irrespective of nature of industry, management's style or ownership 
benchmarking serves as a valuable management technique. Organizations may use it to 
gain competitive advantage and those in public domain, may use it for improving the 
delivery of public services. It rather avoids "re-inventing the wheel" (www.dgroups.org). 
The main objective of benchmarking is to understand and evaluate the current position of 
an organization, identify the areas which need improvement and work on the ways and 
means of performance improvement. 
Benchmarking has played a major role in reviving the fortunes of companies like Xerox 
and Ford. Many multinational giants and even other small businesses employing a 
handful of people recognize the importance of benchmarking as a key component of their 
total quality management programmes. In the U.S. the coveted Malcolm Baldrige 
National Quality Award played a major role in promoting the awareness of 
benchmarking. Similarly quality awards in Australia and Europe created the awareness 
as benchmarking is a necessary element for winning these awards. 
The real benefit of benchmarking comes from understanding the practices that permit the 
performance and the recent transfer to the organizations (Robert C. Camp, 1997). 
Benchmarking is an effective catalyst for change because it involves employees in the 
discovery of effective operating practices. "Tell me and I forget, show me and I 
remember, involve me and I understand" (Al, Kuebler, 1993). According to Christopher 
E. Bogan and Michael J. English (1994), the benefits of benchmarking include improved 
organizational quality; lower cost positions, exposing people to new ideas; serving as a 
catalyst for learning; increasing employee satisfaction through involvement, 
empowerment and a sense of job ownership; instilling confidence that they can perform; 
creating an external view of business; and maximizing the organization's potential 
performance. 
Benchmarking performance measurements are useful means to identify organizations 
whose performance is significantly better and who therefore may have the best practices. 
Benchmarking teaches managers how to compete (Samuel Bookhart, 1991). 
Having seen the utility of benchmarking it is intended to explore, in this research, how 
the functions of Human Resource Management can be benchmarked in a chosen industry. 
Human Resource Management 
The only way an organization can strive to excel is to realize that the success today is not 
a function of financial muscle or physical assets but of competent workforce (Gatewood, 
Robert D. and Field H.S., 1998). Employees have become central for success or failure 
of an organization; they are the cornucopia of the ideas (Heneman and Heneman, 1994). 
Akio Morita the founder of Sony Corporation, once said, there is no magic in the success 
of Japanese companies in general and Sony in particular. The secret of their success is 
simply the way they treat their employees. Organizations are managed and staffed by 
people. Without people, organizations cannot exist. 
Effective organizations are increasingly realizing that of the varied factors that contribute 
to performance the human element is clearly the most critical. Human resources provide 
the competitive advantage. Employees bring value to the organization in the form of 
technical knowledge on customers, markets, processes and environment; ability to learn 
and grow (openness to new ideas and acquisition of knowledge/skills); decision making 
capabilities, motivation, commitment and team work. Hence the importance of 
management of human resources in an organization. 
Human Resource Management consists of a number of functions. Broadly it includes HR 
planning and employment; development; compensation; employee relations; and 
motivation and employee services. HR planning refers to planning for people who will 
do the organization's work (Higgs, A.C., Papper E.M and Carr LS, 2000), 'It is 
integrating selection with other organizational processes and systems' (Wayne F.Cascio, 
2006). 
Major changes in environment are forcing organizations to integrate business planning 
with workforce planning and to adopt a long term pro-active perspective (Koy P, Hof 
R.D. and Amdt M, 2003). 
By employment it refers to recruitment of most qualified people for the job. Staffing, the 
process of recruiting applicants and selecting prospective employees, remains a key 
strategic area for Human Resource Management. A recent survey of recruiters found that 
the top five recruitment goals were (1) generating high quality employment applications; 
(2) generating the best possible return on investment; (3) stimulating a desire to work for 
the organization; (4) filling specific positions; and (5) generating diversity (McConnel B, 
2002). 
Development function includes training and career growth. Training is a deliberate 
intervention aimed at achieving the learning necessary for improved job performance 
(Kennedy and Reid, 1994). Development is "the all important process through which 
individual and organizational growth can through time achieve their fullest potential" 
(Harrison, 1992). 
Training gives the organization a competitive edge by keeping abreast of the latest 
changes; it acts as a catalyst for change (Towers, 2004). Training primarily helps people 
do a better job and getting the results the organization needs (Strayer, 2003). 
Career growth refers to advancement to positions of increased responsibility. Every 
employee looks towards career growth. It is an assurance to them that their abilities are 
properly made use of The organization should be pro-active in the process of career 
management. Every organization needs to have career development programme and 
integrate it with other HR activities (K.Aswathappa, 2008). Such integration creates 
synergies in which all aspects of HR reinforce one another (George Bohlander, 2002). 
Pay systems are designed to attract, retain and motivate employees and achieve internal, 
external and individual equity and maintain a balance between direct and indirect 
compensation and between pay rates of supervisory and non-supervisory employees. 
Several problems relating to personnel centre round one element, namely, remuneration 
observes K.Aswathappa. Employees get motivated to perform better when their past 
performance is rewarded adequately (Michael R.C.et al, 1992). 
Employee relations is a key strategic issue for organizations because, the nature of 
relationship between the employer and employees can have a significant impact on 
morale, motivation and productivity. Various legislations govern the relationship 
between the employer and the workers (represented by the unions). Relationships with 
employees can be improved through joint consultations (K.Aswathappa, 2008). 
Motivation is an internal driving force which results in persistent behaviour directed 
towards a particular goal. People who are motivated are driven by a desire to achieve the 
goal that they perceive as having value to them. One can be motivated to perform better. 
William James observes that usually people operate at an average of 22 to 30 per cent of 
their abilities. With proper motivation this level can be increased to 80 to 90 per cent. 
This will result in considerable reduction in the number of employees. A motivated 
employee is more quality oriented (K.Aswathappa, 2008). Motivation refers to the way 
behaviour gets started, is energized, is sustained, is directed, is stopped, and what kind of 
subjective reaction is present in the organization, while all this is going on (R.M.Streets 
and L.W.Porter, 1975). 
While benchmarking is a vital tool for performance improvement, human resource helps 
an organization to excel and the integration of both is expected to create significant 
synergy. Hence this research on benchmarking Human Resource Management functions 
is proposed to be conducted in select generating organizations of the power sector. 
Power Industry 
Electricity, as is known, is a vital driver of economic development. Improvement in 
human development is strongly associated with access to electricity (UNDP, 2004 and 
lEA, 2004). Power sector is a fascinating ground for testing and implementing 
management concepts and techniques. 
In India although there has been considerable addition to the installed capacity the per 
capita consumption in the country has been one of the lowest compared to several other 
countries. At the same time, the price paid for electricity is higher. People are affected 
by considerable shortage and poor quality of supply of power (CEA, 2007). There is a 
gap between demand and supply; demand is also growing. 
In order to bridge the demand-supply gap and to improve the quality of delivery of 
power, the government had taken several initiatives. These include power sector reforms 
and policy initiatives. 
Power sector has been largely under the control of state or central governments. The 
State Electricity Boards, the monolithic organizations, entrusted with generation, 
transmission and distribution of power, had been enjoying monopoly status. Under the 
reforms process, the power sector is unbundled into three separate segments, viz, 
generation, transmission and distribution. It is easier to trace and rectify deficiencies in 
such segregated segments. The central Public Sector Undertakings like National Thermal 
Power Corporation Limited, National Hydro Power Corporation and Power Grid 
Corporation of India Limited have, however, carved a niche for themselves. Besides 
adding substantial capacity, they are executing several expansion projects and are noted 
for their professional management. 
Regulatory conunissions are established at the state and central levels. Regulatory 
commission scrutinizes project proposals, approves tariff and sets standards for various 
parameters of operation and maintenance and delivery of services to consumers. 
With the introduction of Electricity Act, 2003, the sector is thrown open to private 
players. Therefore competition is expected to bring benefits for the consumers at large. 
For the existing utilities, it cannot be business as usual. To face competition, these 
utilities have to initiate performance improvement measures, which should focus on cost, 
quality and delivery. Human resources are critical in the endeavour to achieve superior 
performance. It is in this background the present research of benchmarking Human 
Resource Management practices in the generating organizations of power sector is 
undertaken. 
Statement of Problem 
Benchmarking has been credited with effecting dramatic turnarounds for companies in 
trouble and generally improving competitive positioning (Rogers Dale S, 1995). In the 
last three decades, several organizations have successfully implemented benchmarking 
projects with enormous benefits. They attained internal performance enhancement and 
could effectively meet competitors challenge, secure higher market share and ultimately 
achieve specific bottom line increases. Benchmarking can apply to any business process 
or function. 
As human resources are admittedly the key resource for the success of any business, 
benchmarking Human Resource Management functions can be of immense use. 
Benchmarking can be a very cost-effective method for making dramatic improvements in 
human resource process, according to Jac Fitz-enz, (1993), one of the gurus of human 
resource management. 
In several instances benchmarking exercises were carried out in operations or customer 
focus. Benchmarking projects carried out in US and Europe had covered some elements 
of HR functions as a requirement under the framework of Malcolm Baldrige, Deming 
Award or Australia Quality Awards. Some organizations had carried out exclusive 
benchmarking exercise in human resource management. 
In so far as power sector is concerned, an informal bench marking practice has been in 
place for long (Mohammed Zairi, 1998). There used to be exchange of information on 
operation parameters, maintenance norms and staff pattern and comparisons were made 
when managers in-charge of utilities met in different forums. Also wage/salary 
information was shared among certain utilities for reaching wage settlements. One of the 
power generating organizations covered under this research, namely, Kamataka Power 
Corporation Limited had organized a national conference on best practices in power 
generation during July, 1999. Several papers on the best practices adopted in operation 
and maintenance of power plants, project management, financing, renovation and 
modernization, environment management and HR were presented (KPCL, 1999). 
Until the reform process was set in motion, profitability or competition was not an issue 
for state utilities. Also the power projects were executed on state funding and supply of 
electricity has been less than demand. 
Consequent to reforms, most of the states have unbundled their utilities. Each state has 
generating company, transmission company and distribution company. The purpose is to 
stem the inefficiencies in these segments by infusing competition. When a commodity is 
in short supply, there is little incentive for performance improvement. With the new 
legislative framework, private players backed by professional expertise are now entering 
the power sector. In this new scenario each organization in the sector has to consciously 
plan and implement measures that will enhance its performance. HR is recognized to be 
one of the key components that will enhance performance. 
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This research aims to carry out an exploratory study to identify the practices followed in 
certain human resource functions in the generating organizations of power industry and 
ascertain the best among them. 
There is a perceived void in formally understanding and comparing the practices 
followed in Human Resource Management. In most of the utilities, HRM function was 
not, until recently, established as a specialist function (Orissa State Electricity Board 
Case Study, 2001). As such, necessary literature or information relating to various 
aspects of human resources was not properly developed. 
In the absence of identifying best practices, the public sector may not be able to 
effectively face the competition. This problem is sought to be remedied by instituting a 
formal study on the power sector HR practices currently in place. Similar studies in other 
functions of generating organizations can provide multiple advantages. 
Deiimitation 
The study is limited to generating organizations in power sector. There are 36 generating 
companies and 10 electricity boards in the country. Practices relating to setting up of 
power plants, managing operation and maintenance of the power plants and other related 
functions are generally common. However, each power plant may have certain special 
issues depending upon the type whether hydel, thermal or nuclear and other local factors. 
While the general approach in Human Resource Management functions can be expected 
to be similar plant specific issues may differ from one to the other. This study can only 
look at the common aspects among the power plants. 
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As the study cannot be made in all the generating organizations, only a sample is selected 
for the study. Again among them, an attempt has been made to cover the corporate office 
as well as one or two power plants under the control of each of the organization selected 
for the study. As of now, there are only a few private sector generating companies 
having about 13.5 per cent share in installed capacity (Ministry of Power, Government of 
India website). Since state owned organizations are large in number and their dominance 
is expected to continue for quite sometime, the private organizations are not covered. 
Contribution 
In the context of emerging competition in the generating segment and the power sector 
persotmel having been sensitized to the imperatives of executing power projects on time 
without cost escalation and operating the plants at superior performance level it is hoped 
that a study of this kind will be of immediate use. Each power utility will be prompted be 
enabled to identify the areas for improvement and evolve suitable responses such that 
they can embark upon superior performance approach. 
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Chapter 2 
Literature review 
Benchmarking 
The desire to be the best is a common bond among successful organizations, public or 
private. The success enjoyed by Japanese companies is attributed to self improvement by 
seeking out and emulating the success of their rivals. An organization can become the 
best by experimenting with new methods and techniques or learning from the experiences 
of others. The latter has several advantages. 
Benchmarking is a way of helping organizations to compare themselves against others in 
order to learn from others (Richard Kiegan and Eddy 0 ' Kelly, 2006). It is a continuous 
process of comparison, projection and implementation (H. James Harrington, 1996). 
It is a proven mechanism to identify and prioritise areas for improvement within a 
business as well as a simple way to measure progress over time. Examining the critical 
activities of one's business and comparing the performance in those critical areas with the 
performance of others' business is known as benchmarking. The purpose is to establish 
points of measurement from which one can improve corporate performance by changing 
the way one does things (John G. Fisher, 1996). 
Benchmarking is a valuable business improvement technique. The essence of 
benchmarking is to encourage continuous learning and to lift organizations to higher 
competitive levels (Mohd. Zairi, 1998). 
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Benchmarking is described as one of the major management revolutions of 1990s. 
A research conducted on top 100 companies in the year 1994 found that 78 per cent of 
them had undertaken some form of benchmarking (Y.Mark, 1998). In a survey 
conducted by Business Today in 1999, revealed that 70 per cent of the Indian companies 
used benchmarking as a diagnostic tool. 
Some organizations use it as a problem solving process and others as a proactive 
mechanism to know the latest business practices (Srihivas R. Kandula, 2007). 
Competition in the modem business world is intensive. Being competitive requires 
unprecedented strengths. It is an ability to meet customer needs. Market driven strategy 
is the first requirement and a key to success. It should add value that would ultimately 
benefit the customer. A commitment to quality is essential. It is interesting to note the 
quality motto of Siemens which reads "quality is when your customer comes back and 
your products do not". In this context, benchmarking can act as a catalyst to success and 
superiority. Benchmarking can be a very powerful tool in building a good understanding 
of the market conditions (Mohd. Zairi and Paul Leonard, 1994). 
While discussing benchmarking it is relevant to take note of total quality management. 
TQM as a philosophy is based on the quest for progress and improvement. It looks for 
continual improvement in the areas of cost, reliability, quality, innovation, efficiency and 
business effectiveness. It is rarely possible to achieve this within the boundaries of one 
organization. Benchmarking is therefore a critical tool of TQM enabling the search for 
and integration of best practices wherever they are to be found (Mohd. Zairi and Paul 
Leonard, 1994). 
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The demand for benchmarking arises from an organization's excellence assessment; 
continuous improvement initiatives; search for world class best practices; and prevent a 
competitive crisis (Quality Network Inc., 1995) 
Christopher E Bogan and Machael J. English (1994) use two terms, viz, benchmarking 
and benchmarks. Benchmarking is the ongoing search for best practices; whereas 
benchmarks are measurements to gauge the performance of a function, operation, 
business related to others. 
Benchmarking to determine best practices has become an indispensable skill set for many 
companies in order to maintain their competitive advantage over other companies in their 
industries. The business systems group of Xerox Corporation pioneered benchmarking in 
the 1970s. The concept originated from reverse engineering of competitors' products and 
processes and was a major strategic response of Xerox to the increasing level of 
international competition in the photocopier market (John Anton and David Gusten, 
2000). 
Definition 
Informal benchmarking is not a new concept. For many years, functional experts of 
various organizations used to meet and discuss specific issues. Such discussions would 
lead to comparison of issues and sometimes the solutions also. However, this tended to 
be a limited exchange of information and little analysis or learning took pace. The scope 
of formal benchmarking is not just information gathering exercise but involves analysis 
and action. Business benchmarking is concerned with the level and not the trend. Level 
is a measure of excellence while trend is a measure of movement (A Ghobadian, 
H.S.Woo, D.Galear, H.Viney and J.Liu, 2001). 
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Benchmarking is the practice of being humble enough to admit that some one else is 
better at something and being wise enough to learn how much to match and even surpass 
them at it (Bjom Andersen and Per Gaute Pettersen, 1996). 
Benchmarking has been embraced by a large number of companies in both good times 
and downtimes. It can lead to marked improvements in specific metrics - but it is a 
journey not an event (www.thefreelibrary.com). According to the Benchmarking 
Network (www.well.com) benchmarking is the sharing of performance and operational 
information to continuously compare activities among organizations to identify best 
practices and improve performances. Benchmarking is the process of finding, adapting 
and implementing outstanding practices. It is a well planned systematic discovery and 
learning process. Clear objectives and mechanism to measure performance are a 
prerequisite at the start of any benchmarking study (Australian Quality Control Limited, 
www.sqc.org). It has emerged in recent years as an important tool in total quality 
explains (www.em.doe.gov). According to Shukko, employees are encouraged to study 
not only their own organizational process, but from the process of other companies; with 
the benefits of rapid transfer of best practices and technology. 
Benchmarking provides answers to questions like: "What is our current capability? How 
do we compare in terms of speed, efficiency and quality? And, is our productivity 
improving?" 
According to Benchmarking Clearing House of India, National Productivity Council, 
benchmarking is the practice of obtaining the measurements and also understanding the 
conditions, resources and competence necessary to deliver the performance. 
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Benchmarking is a business excellence tool for finding, adapting and implementing 
leading practices to achieve superior performance. It comprises some initial 
measurement (what) and practices (how). It re-measures comparatively track 
performance improvement (Asian Productivity Organization, 2005). 
UNESCO views benchmarking as enabling an organization to have external references 
and best practices to base its evaluation and to design its working processes. 
Following are some of the definitions of benchmarking. 
Xerox Definition (Robert C. Camp, 1995): 
The continuous process of measuring our products, services and 
practices against our toughest competitors or those companies 
recognized as leaders. 
Quality Definition (Robert C.Camp, 1995): 
A standard process used to evaluate success in meeting customer 
requirements. 
Dictionary Definition (Robert C.Camp, 1995): 
A standard against which sometlung can be measured. A survey mark 
of previously determined position used as a reference point. 
Generic Definition (Robert C.Camp, 1995): 
A basis of establishing rational performance goals through the search 
for industry best practices that will lead to superior performance. 
Watson (1992): 
Benchmarking is a process for measuring your company's methods, 
process, procedure, produa and service performance against those 
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companies that consistently distinguish themselves in that same 
category of performance. 
0'Dell(1993): 
The process of comparing practices and results with the best 
organizations anywhere in the world and adapting the key features to 
your organization. It is a process to accelerate organizational learning, 
customer-driven quality and continuous improvement. 
Davis and Davis (1994): 
Benchmaricing is the search for industry best practices that lead to 
superior performances. 
Dr.Mohammed Zairi (1988); 
Anything taken or used as a point of reference or comparison. 
Something that serves as a standard by which others may be served; it 
is also to do with anything or something that is comparatively 
measurable. 
John Anton and David Gusten (2000): 
Bcnchmaildng as a structured and analytical process of continuously 
identifying, comparing, deploying and reviewing best practices 
worldwide to gain and maintain competitive advantage. 
DG Enterprise, European Commission (2006), Europe: 
"A continuous, systematic process for comparing performances of 
organizations, functions or processes against the "best in the vvorid", 
aiming not only to match those performance levels, but to exceed 
them." 
18 
What can be Benchmarked 
Ronald Loesser the CFO of Sandoz Corporation's American Operations observed, 
"benchmarking is powerful because it can be applied to virtually every function in our 
companies." (Bogan and English, 1994). 
A typical list of potential internal processes requiring the benchmarking approach is 
provided by John. G. Fisher (1996). It includes customer satisfaction, cash management, 
reducing set up time, improving training, on delivery time, product consistency, correct 
invoicing, speed of service, innovation, pricing and purchasing, raw materials handling 
and contract management. Improvements in some or all of these areas would make a 
difference to the companies' bottom line. 
On what should be benchmarked, H James Harington and James S. Harington (1996) talk 
about strategic benchmarking and organizational benchmarking. Under the former, major 
portions of the organizations are benchmarked to identify weaknesses and strengths 
within a specific area or functional unit. Under the latter, benchmarking processes will 
support the business plan and are directed at items that if improved will impact the 
organizational competitiveness. Benchmarking the product, manufacturing process, 
equipment and business processes should be considered. The benchmarking process 
should support the business plan and its critical success factors. 
Business elements suitable for benchmarking can typically be classified into three broad 
categories: Business drivers; performance measures; and final output. Business drivers 
include processes, procedures, practices and methods and equipment and facilities. 
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Processes are a specific combination of task, equipment, material, people and woric 
method that come together to convert inputs to outputs. Procedures are the steps by 
which an organization's activity has to be carried out. Practices are the approaches and 
actions evolved over a period of time in an organization. Equipment and facilities are 
self-explanatory. Performance measures relate to several pre-determined components 
which the management decides to measure periodically. Final outputs refer to products 
or services offered by an organization. 
Any business operation or output that can be measured or observed can be benchmarked. 
In identifying what to benchmark, Robert C. Camp (1995) indicates four areas, viz., key 
business priorities, performance improvement areas, process outputs and topics 
successfully benchmarked. 
It is cautioned arising out of a study undertaken by Ernst and Young L.L.P (1995) that 
organizations classified as winners and survivors should only opt for benchmarking and 
not those classified as losers. It is hazardous for the losers because they need to pay 
attention to the basics and today's problems rather than focusing on being world-class. 
Types of Benchmarking 
There is no unanimity among the authors about the types of benchmarking. Bogan and 
English (1994) mention three distinct types of benchmarking. They are process 
benchmarking, performance benchmarking and strategic benchmarking. 
Process benchmarking focuses on work process and operating systems. It seeks to 
identify the most effective operating practices from many companies that perform similar 
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work functions. If process is improved, it leads to performance improvement which in 
turn improves the bottom line. 
Performance benchmarking enables managers to assess their competitive positions 
through product and service comparisons. It focuses on price, quality, service features, 
speed, reliability and other performance characteristics. Strategic benchmarking 
examines how companies compete. It seeks to identify winning strategies across 
industries. It influences the long term competitive patterns of a company and therefore 
the benefits accrue slowly. 
According to Mohd. Zairi and Paul Leonard (1994), there are four types of 
benchmarking. They are competitive benchmarking, functional benchmarking, internal 
benchmarking and generic benchmarking. 
Competitive benchmarking compares with competitors. It is difficult to obtain 
information fi'om the competitors. Through customers some comparative feed back can 
be obtained. While comparison may be possible, breakthrough results may not be 
achieved. 
Functional benchmarking compares specific functions like distribution, service with best 
in industry and best in class. It will be easy to get information from non-competitive 
firms. It is more suited for process benchmarking. 
As the name suggests, internal benchmarking refers to in-house exercise; benchmarking 
always does not mean comparison with other companies. It is a continuous effort of 
establishing good practice in various operations of the overall business. It can compare 
the practices of one factory of the company to another or one process of the company to 
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another. Apparently the internal benchmarking is easy. However, it can also pose 
problems like cultural differences. 
Generic benchmarking focuses on multi-functional business processes. Once critical 
business processes are identified, this can become the subject of benchmarking against 
any organization regardless of size, industry or market place. 
Robert C. Camp (1995) speaks of four types of benchmarking, internal, competitive, 
functional and generic processes. Internal benchmarking is a comparison among similar 
operations within one's own company. Competitive benchmarking is a comparison to the 
best of direct competitors. Functional benchmarking is a comparison of methods to 
companies with similar processes in the same function outside one's industry. Generic 
benchmarking is a comparison of work processes to others who have innovative 
exemplary work processes. 
There are five types of benchmarking as proposed by J.H.Harington and Harington 
(1995). They are internal benchmarking; external competitive benchmarking; external 
industry (compatible) benchmarking; external generic (transindustry) benchmarking; and 
combined internal and external benchmarking. While the first four carry the same 
meaning of what has been described in the previous paragraph, the authors indicate that 
the most fi'equently used approach is the combination of internal and external 
(competitive, industry and/or generic) benchmarking. This combination usually produces 
the best resuh. 
Another group of authors classify benchmarking into two basic types, viz, internal and 
external with each further sub-divided. The internal benchmarking carries the same 
activity as described earlier and can further be looked at as cross-section and fixed 
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criteria benchmarking. Cross-section benchmarking focuses on comparing operational 
and administrative processes and practices of different subsidiaries, divisions or 
departments with one another. The results are well known. 
Fixed criteria benchmarking relies on comparing the position of the organization against 
the factors specified by a particular model. For instance, the Baldrige or European 
Quality Award models. 
Under external benchmarking, three classifications are shown by the authors, viz, 
competitive, generic and parallel. Meaning of competitive and generic benchmarking has 
already been discussed. Parallel benchmarking according to these authors aims to 
achieve change or improvements by systematically analyzing and comparing 
performances, processes, products or services of an organization with those of 
organizations in a different sector of the economy (Ghobadian, H.S.Woo, D.Galear, 
H.Viney and J.Liu, 2000). This is more like functional benchmarking. 
In the view of Richard Keegan, Eddy O'Kelly (2006), the general types of benchmarking 
are ranked in terms of ease of use are self-assessment, facilitator assessment and process. 
Self-assessment is very appropriate for companies at level one, starting out on the 
improvement process. Facilitator assessment benchmarking is helpful to business at level 
two when they have some experience in improving their operations. They benefit from 
the input of an objective view point provided by an outside facilitator. Process 
benchmarking is often demanding of people, money and commitment and therefore best 
suited to businesses operating at level three when they are truly dedicated to improving 
performance and competing on the global market. 
23 
According to Asian Productivity Organization, Tokyo (2005), there are five types of 
benchmarking. They are sector benchmarking; industry or functional benchmarking; 
generic benchmarking; internal benchmarking; and competitive benchmarking. Industry 
or functional benchmarking is relevant to this study. APO describes it as comparing an 
organization and its processes against other organizations in search of better or world-
class practices of the same industry is called functional or industry benchmarking. It 
involves partners in the same functional area, strategic planning, human resources, 
finance and clients' service in the private or public sector. 
Benchmarking Process 
In regard to benchmarking process the best known and documented methodology is that 
of Xerox who undertook much of the pioneering work in benchmarking. Robert C. Camp 
(1995) outlines a formal ten step benchmarking process. He adds that they fall within 
five phases of the process. The ten steps are - identify benchmark subject; identify 
benchmark partner; determine data collection method/collect data; determine competitive 
gap; project future performance; communicate results; establish functional goals; develop 
action plans; implement plans and monitor results; and recalibrate benchmarks. The five 
phases are planning, analysis, integration, action and maturity. In phase I, what to 
benchmark and who to benchmark are to be identified. A plan for investigation and 
implementing the plan by gathering necessary information/data has to be done. The best 
practices must be observed. Under phase II, actual performance against best practice is 
assessed. The current performance gap is determined and the future performance levels 
are firmed up. In phase III, the goals are redefined and incorporated under the planning 
process. Suitable communication is sent to all concerned about benchmark findings and 
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their acceptance gained. With that the performance goals are revised. Phase IV relates to 
action, in which the best practices are implemented through developing action plans, 
implementing the same, monitoring the progress and recalibrating the benchmarks. In the 
last phase of maturity, it will be determined as to whether leadership question is attained 
and an assessment will be made as to continue the benchmarking as an ongoing process. 
While recognizing the Xerox model as the standard one, Mohd. Zairi and Paul Leonard 
(1995) add a few elements in implementing benchmarking process. Benchmarking 
process should have strategic/operational, customer and process focus, be linked to TQM 
and seen as a continuous improvement/learning process. Benchmarking shall be 
integrated into the corporate planning process, products, services etc. and among them a 
priority must be assigned. Customer focus means the focus is upon the market place and 
the customer. Customer satisfaction is the output from the overall business process, buiU 
up of many other processes and therefore process focus becomes predominant. There is 
no explicit link made to TQM. However a key success requirement is the involvement of 
process owners in benchmarking which should be part of overall TQM movement. 
Benchmarking is not a one off exercise, it is a continuous improvement exercise. 
Continuous learning is the ultimate output of the benchmarking process as represented by 
the maturity phase of the Xerox methodology. It is performed at all levels by all, 
continuously and regarded as institutionalized. 
Christopher E.Bogan and Michael J. English (1994) point out that customized 
benchmarking process is said to produce greater benefits than a standardized process. 
Other companies that have successfully implemented benchmarking projects have their 
own benchmarking processes. The Motorola adopted a five step benchmarking process. 
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It proposes (a) decide what to benchmark; (b) find companies to benchmark; (c) gather 
data; (d) analyse data and integrate results into action plan and (e) recalibrate and recycle 
the process. 
Bristol Myers, Boxter International and several other corporations use a seven step 
model. The seven steps are: include (1) determine which function(s) to benchmark; (2) 
identify key performance variables to measure; (3) Identify the best-in-class companies; 
(4) Measure performance of best-in-class companies; (5) Measure your own 
performance; (6) specify programmes and actions to meet and surpass; and (7) Implement 
and monitor results. 
In the case of customized benchmarking process, the advantage is that it complements the 
individual corporate philosophy toward performance improvement. It also supports 
cultural differences among organizations and finally it accommodates the need for 
organizations to feel unique. Benchmarking experts consider that no common 
benchmarking standard is likely to establish itself soon (Christopher E.Bogan and 
Michael J. English, 1994). Although different companies adopt different models, the 
variations are minimal and the common approach is that they plan the project, collect and 
analyse data, develop insights and implement and review improvement actions. 
Caution in Benchmarking 
Benchmarking should be understood as one of the several important tools available for 
the improvement of an organization's perfoimance. It cannot substitute creativity. One 
should not copy other's product design. It cannot cure all the organization's ills. It can 
not be a one time exercise. 
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If there is a delay in implementing the best practice, the best practice itself might have 
undergone further change. So the organization may not be benefited. It has been 
experienced that several organizations in the industry also try to improve around the same 
time and therefore the organization adopting benchmarking process may not be able to 
improve its bottom line. 
The important barriers to benchmarking are: time constraints; lack of financial/human 
resources; lack of commitment from top; identification of a suitable benchmarking 
partner; deploying inappropriate data collection tools; and worries about confidentiality 
(Morgan, 1996 and Cox and Thomson, 1998). 
There are other difficulties including identification and clear definition of benchmarking 
measures. It is important to define inputs and outputs and an end to end process in detail 
in order to achieve a fair comparison. It will be of use only when the practices being 
employed to achieve high performance are found out from the best performance 
(Malcolm, 1996). 
To successfully use benchmarking, it is necessary to have clearly defined measures of 
competency and performance. However, the paradox is that few clearly defined 
measures exist to benchmark against in human resources (Jeannette Swist, 2002). 
There are several main issues that both inhibit organizations actively involved in 
benchmarking and prevent others from attempting active involvement. A survey of UK 
organizations highlighted the difficulties encountered during benchmarking process. 
These difficulties included: finding suitable partners; difficulties in comparing data (50 
per cent of organizations found this); resource constraints (time, finance and expertise); 
and staff resistance. The main reasons given by respondents for not being involved in 
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benchmarking at all were: ignorance; resource constraints; data comparability; too small 
to gain; and not appropriate (www.bpir.com). 
Benchmarking in HR 
Like general benchmarking, HR benchmarking is extremely important. Benchmarking 
involves employees learning and adopting the best practices by comparing their HRM 
practices with those of other successful organizations (K.Aswathappa, 2008). It can help 
create and initiate the need for change because it identifies what an organization needs to 
do to improve relative to the HR strategy in excellent companies (John Bratton and Jeffry 
Gold, 2003). 
The information gathered on HR performance must be compared to a standard. Knowing 
the turn over rate (say 75 per cent) of an organization will not reveal much if the turn 
over rates of comparable organizations are unknown. HR benchmarking is useful as an 
organization can identify how its practices compare with the best practices; learn what 
type of HR practices work better; provide a b^is for reviewing existing HR practices; 
and help managers to establish strategies and priorities for HR. 
Mohd. Zairi and Paul Leonard (1995) suggest that benchmarking human resource issues 
can be made by using Malcom Baldrige National Quality Award framework. The 
Malcom Baldrige framework includes a set of values and concepts represented in seven 
categories one of them being Human Resource Management. 
The Human Resource Management looks at how the company develops people and 
provides a climate such that they realize their full potential and continuously involve 
themselves in realizing future company goals. The human resource area has five sub 
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headings in the frame work. They are: (1) HRM, which deals with overall HR plans and 
practices to support quality improvement and the extent of involvement at all levels; (2) 
Employee involvement - the extent of employee involvement and the encouragement 
provided therefor; (3) Employee education/training, which relate to quality training, 
effectiveness in using the skills and knowledge acquired; (4) employee performance and 
recognition - that deals with various methods used for recognizing employee contribution 
and rewards; and (5) Employee wellbeing and morale - that is about how companies 
maintain and develop further a climate for employee satisfaction. Benchmarking in these 
five areas would benefit the organizations. Benchmarking best practices and adoption 
thereof would benefit the organization. 
HRM benchmarking can be considered useful in six operating areas, viz, recruitment and 
selection; employee education and development; employee relations; compensation, 
rewards and recognition; employee involvement and work teams; and workforce 
composition, diversity and wellbeing. 
Recruitment and selection to include selection process compared with competitor/other 
companies; candidate acceptance rates; employee turnover; and recruitment cycle times. 
Employee education and development looks at reduction in knowledge level, ie, 20 per 
cent of employee's knowledge becomes obsolete each year; current level and the desired 
goal. 
Employee relation to include employees' satisfaction levels and trends, grievances, 
suggestion rates, employee involvement levels, turnover rates and accident statistics. 
Other three operating areas are self-explanatory. 
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One of the approaches to HR performance monitoring is benchmarking. It enables a 
company to calibrate how it is delivering HR practices; serves as a tool to motivate 
people to change; can set direction and priorities to focus on critical activities. There are 
two methods of selecting the criteria for assessing the effectiveness of HR activities. One 
relates to monitoring the costs and benefits of human resource activities and the other is 
concerned with measurement of a set of HR practices delivered within an organization. 
The areas that human resource benchmarking can include are: organizational 
effectiveness; HR effectiveness; recruitment; training and development; absence and 
turnover; and occupational health and safety (Bhushan Jangla I). 
Human resources departments have always looked to others in their respective industries 
to make sure that their offerings are on a par with their peers. A plethora of professional 
organizations, consulting firms and human resources outsourcing companies, from 
Watson Wyatt to Saratoga Institute to the Human Resources Benchmarking Association, 
market studies that allow organizations to determine their standing in relation to other 
companies (Chris Mahoney, 2000). 
The Work-force Management and Development Office of Australia has the primary role 
of assisting public sector managers in improving the performance of their organizations 
through the development of their people and human resources management practices. The 
key tool to be used by this organization is assimilation of HR benchmark information and 
identification of better HR practices for individual agencies. This highlights the 
significance of benchmarking in HRM (Kath Morrish, George Cochrane, Heather 
Leaney, 1994). 
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Before commencing benchmarking in HRM, Jeannette Swist (2002) suggests an audit of 
HR practice areas including employee relation. More often, organizations firefights by 
waiting until hear a warning signal or they require a crisis intervention to find out what is 
not working. 
Benchmarking in Power Utilities 
Benchmarking projects were undertaken by several multi-national companies like Xerox, 
AT&T, IBM, American Express, Rover Cars and Texas Instruments, Boeing, Caterpillar, 
Dupont, Eastman, Kodak, Hewlett Packard, Johnson & Johnson, Proctor & Gamble, 3M. 
Recent studies indicate that most major US companies have some type of benchmarking 
programme in place (Rogers, Dale S, 1995). 
The first resource paper on global status of benchmarking describes the position in 
various countries. In US and Europe, benchmarking is regarded as one of the tools under 
total quality management. The current trend in many countries including Singapore, 
Malaysia, Australia and Fiji is that this technique is being used in association with the 
total quality award frame work (Asian Productivity Organization, 2005). 
In India benchmarking is used both as a stand alone tool as well as a part of TQM 
practices. There are several environmental and organizational factors that have 
influenced Indian IT industry to adopt world class practices in various management areas. 
Renowned companies like Telco, Madura Coats, Sriram Pistons and Rings have carried 
out such benchmarking process. Smith Klein Beecham is practicing benchmarking in 
human resource management. 
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All India Management Association commissioned an informative survey in 1988. It 
captured corporate management practices in seven dimensions: strategy, marketing, 
operations, value changed management, InfoTech, human resource management and 
finance covering several sectors and organizations of different sizes. National 
Productivity Council brought out productivity channel on benchmarking. 
National Power Training Institute organized a competition among power sector 
organizations in respect of the training and development programmes implemented by 
them in the year 2002. It included presentation by various companies on the activities 
carried out under training and development. Awards for best performance was given by 
the Ministry of Power, Government of India. 
The Central Electricity Authority has initiated exchange of ideas on best performance in 
thermal power plants by organizing a national level conference in the year 2009. 
It is of interest to note that power utilities have also implemented benchmarking projects. 
Benchmarking utilities is a very interesting subject to study because it is a highly 
regulated industry (Mohamed Zairi, 1998). The regulators ensure that customers get their 
value for money. They set several standards in operation and maintenance of power 
plants, safety, quality and delivery of power and monitor the adherence. This industry is 
emerging as a competitive industry. Consequently, the utilities also want to improve 
their perfoimance by employing techniques like benchmarking. 
Nuclear Electric of U.K has used the art of benchmarking to enable it to develop stretch 
objectives and put its vision in place. Through benchmarking it has established its 
strategic framework for the performance goals in the areas of manageable cost per unit of 
production; numbers of staff and output per employee. 
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Nuclear Electric has used the 'internal benchmarking' for plant evaluation, investors in 
people and cost management review. Plant evaluation was meant for areas for 
improvement in all the activities particularly those that affect safety and reliability 
standards. As regards investors in people, it used human resources more proactively and 
to encourage innovativeness at all levels to meet business objectives. This technique was 
use^ in two power plants of the company. Under cost management review, it looked at 
the costs in relation to activities and their worth for overall company objectives. It 
enabled implementation of plans for rationalization and comparison of various stations 
and the numbers of staff in all the activities. Nuclear Electric also made external 
benchmarking in areas like outage management, safety management and health physics. 
Benchmarking in Nuclear Electric has really worked. Its output increased 29 per cent, 
market share increased by 26 per cent, costs were reduced by 22 per cent and productivity 
increased by 53 per cent (N Redman, 1993). 
The other case is of Florida Power and Light, one of the largest electric utilities of USA. 
Utilising the expertise of quality gurus such as Joseph Juran, Edward Deming and Philip 
Crosby, Florida Power and Light introduced quality systematically in its organization. It 
won Deming prize in 1989. Its quality plan encompassed the principles of customer 
satisfaction, plan-do-check-act, management by fact and respect for people. 
The then chief executive of Florida Power and Light observed that at Florida Power and 
Light, we will learn from anyone and we will borrow a good idea from any one. Florida 
Power and Light had evolved its own benchmarking approach. It selected 15 other 
leading electricity utilities for comparison. It then attained data on various functions 
particularly relating to quality indicators. Some of the indicators are changing price; lost 
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time injuries; violations of regulatory norms; service and availability and public 
compliance. By comparison, it implemented plans for improvement. In about three year 
time, it moved from 13"^  to S'** place and by the next year, it was in the second place. The 
customer satisfaction increased from 45 per cent to 55 per cent between 1986 and 1989. 
It has changed all its process to focus on the customer continuously. Customer focus has 
resulted in significant enhancement of bottom line results in Florida Power and Light. 
Benefits of Benchmarking 
The benefits of benchmarking have been well recognized in certain industries and 
operating areas. For instance, many benchmarking projects have targeted critical 
technical functions such as distribution and logistics, billing, order entry and fulfilment 
and training. As an advanced business concept, it is also applicable to higher level 
functions such as, strategic planning, re-structuring, financial management, succession 
planning and joint venture management (Bogan and English, 1994). 
Benchmarking is beneficial to those organizations classified as winners and survivors 
when properly implemented. Benefits include identification of gap in performance 
between two organizations; relates goals to performance standards; integrates best 
practices; sets credible goals; enables faster implementation; provides focus on external 
customers; develops effective measurement systems; improves creativity; generates 
options to solve individual problems; results in breakthrough improvements; unites 
strategic plan and improvement efforts; breaks down road block attitudes; pinpoints areas 
of weakness needing improvement; has positive effect on employee morale; leads to 
higher return on investment; develops professional contacts; builds high degree of co-
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operation among different functions; and projects an organization as the best (H. James 
Harington and James S. Harington, 1996). 
From the experience of several companies which implemented benchmarking projects, 
there had been significant improvement in profitability, productivity, quality, efficiency, 
cost effectiveness, customer services and goal setting. Benchmarking would enable firms 
to incorporate best practice in their operations and break dovm resistance to change 
(Corbit, 1997). 
At Rank Xerox, it was found that benchmarking led to tangible and soft benefits in 
various aspects of business. It brought about newness and innovative operations of 
benchmarking; served as an effective team building tool; increased the awareness of costs 
and performance of products; enabled development of winning strategies; fostered a 
common friend of all divisions; and highlighted the employee involvement (Mohd. Zairi, 
1998). 
It is claimed that the benchmarking process can improve the performance of an item by 
as much as 60 per cent in less than 12 months (H James Harington & James S Harington, 
1996). 
In a 1997 study of more than 470 companies, American Productivity and Quality Centre 
discovered that benchmarking is most powerful when it is used as a continuous 
improvement tool as part of a large change Initiative. In fact 83 per cent of respondents 
indicated that benchmarking is most successful when used in conjunction with other 
change or strategic improvement initiatives (APQC, 2001). 
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Studies of the practices of New Zealand and Australian organizations (Australian 
Manufacturing Council, 1994, Ministry of Commerce, 1999, Ministry of Economic 
Development, 2002) have indicated the importance of benchmarking. The 1994 report 
stated that benchmarking was the single practice that clearly separated high and low 
performing firms and the 2002 report found that benchmarking against a competitor 
provided the most important source of information and ideas for innovative firms. The 
reports noted that leading firms were using benchmarking to go beyond competitor 
analysis to find better practices, innovative ideas and effective operating procedures, 
comparing their performance with a wide range of firms, within their industry and 
worldwide. Recent evidence of the importance of benchmarking comes fi"om the latest 
Price Waterhouse Coopers (PWC) Trendsetter Barometer Survey (PWC, 2003). The 
survey involved interviewing the CEOs of 405 Product and Service companies that had 
been identified in the media as the fastest growing U.S. businesses over the last five 
years. The results showed that benchmarking-database users have distinguished 
themselves with superior performance compared to the rest. They have achieved 69 
percent faster growth, and 45 per cent greater productivity. 
Benchmarking helps to expose areas where improvement is needed; pinpoint areas for 
cost reduction, assess performance objectively and test whether improvement abilities 
have been successful. It encourages striving for perfection; create a better understanding 
of the industry; and an effective tool to identify best-in-class business practices for 
adoption (John Anton & David Gusten, 2000). 
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Current Position 
Indications are that the use of benchmarking worldwide continues to grow since Robert 
Camp wrote the first book on benchmarking in 1989. Support for this comes from: the 
2008 study by the Global Benchmarking Network showed the improvement tools that are 
likely to increase in popularity the most over the next three years are Performance 
Benchmarking, Informal Benchmarking, Strengths, Weaknesses, Opportunities, and 
Threats, and Best Practice Benchmarking. Current use of Informal benchmarking is 68 
per cent of organizations, Performance benchmarking, 49 per cent, and best practice 
benchmarking, 39 per cent; the growth from year to year in membership of the Global 
Benchmarking Network which now has representatives from over 20 countries; and the 
growth in the number of countries that have a business excellence award to more than 70 
(the growth in business excellence is likely to be correlated to the growth in 
benchmarking as a central part of business excellence is benchmarking with as much as 
50 per cent of the points associated with these models attributed to benchmarking); and 
the continuing popularity of benchmarking within the academic community as the 
number of papers written on the subject continues to grow. 
Human Resource Management 
Meaning, Concept and Definition 
Human Resource Management is a process of bringing employees and organizations 
together so that the goals of both are met. It deals with the art of procuring, developing 
and maintaining competent work-force so as to attain the goals of business in an effective 
and efficient manner. Human Resource Management refers to functions and activities 
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designed and carried out in order to maximize both employee as well as organizational 
effectiveness (K.Aswathappa, 2008). It is concerned with any activity relating to human 
elements or relations in organizations (C.B.Mamoria and S.V.Ganakar, (2008). Human 
resource is critical to success of any business (Wayne F Cascio, 2006). Capital 
investments will not be useful until matching human and institutional capabilities are 
available (Samuel, 1995). 
According to Ivancevich and Gluec (1983), "HRM is concerned with the most effective 
use of people to achieve organizational and individual goals. It is a way of managing 
people at work, so that they give their best to the organization". 
It is crucial for business to attract and retain the best thinkers and performers. Companies 
will need to build a deep reservoir of talent to succeed in this new era. But attracting and 
retaining top talent will require more than just huge pay packages. Organizations will 
need to create the kind of culture and reward system that can keep the best minds 
engaged. According to John T Chambers CEO of Cisco Systems Inc., "the reason people 
stay at a company is that it is a great place to work." 
The concept of Human Resource Management recognizes three elements. People 
working in an organization are considered as a valuable resource. Therefore, we have to 
invest time and effort for their development. Secondly, human resources have their own 
special characteristics and as such they are different fi-om material resources. This 
implies that there has to be "concern for people" (Blake and Mouton, 1964). The other 
element is that it does not consider employees as merely individuals but take a total 
perspective of their role, their job, the team and the entity of the total organization. 
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Human Resource Management is a scientific approach of continuously enabling 
employees to enhance their capabilities so that they can perform their present and future 
roles with the objective of obtaining organization's as well as individual's goals to an 
optimum extent. It is an employee oriented approach. It attempts to use the human 
resource to its fullest edacity. The key feature of Human Resource Management is the 
current recognition of its strategic role. A company can gain competitive advantage from 
a strategically designed and planned Human Resource Management (Srinivas R. 
Kandula, 2007). 
There are a large number of definitions, descriptions and meanings offered in the 
literature on Human Resource Management. For the purpose of this study the following 
definitions and descriptions are considered. 
The Institute of Personnel Management, London defines 
"Personnel Management is that part of management concerned with 
people at work and with their relationship, within an organization. Its 
aim is to bring together and develop into an effective organization, the 
men and women who make up an enterprise and having regard for the 
wellbeing of the individual and of working groups, to enable them to 
make their best contribution to its success." 
The National Institute of Personnel Management defines 
"Personnel Management, Labour Management or Staff Management 
means quite simply the task of dealing with human relationships within 
an organization. Academically the three aspects of Personnel 
Management are: (i) the welfare aspect concerned with working 
conditions and amenities such as canteens, creches, housing, personal 
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problems of workers, schools, and recreation; (ii) the labour or 
personnel aspect concerned with recruitment, placement of employees, 
remuneration, promotion, incentives, productivity etc (iii) the industrial 
relations aspects concerned with trade union negotiation, settlement of 
industrial disputes, joint consultation and collective bargaining. All 
these aspects are concerned with human element in industry as distinct 
from the mechanical." 
Lawrence Appley defines 
"It is a function of guiding human resources into a dynamic 
organization that attains its objectives with a high degree of morale and 
to the satisfaction of those concerned. It is concerned with getting 
results through people." 
Gary Dessler defines 
"Human resource Management is the process of acquiring, training, 
appraising, and compensating employees, and attending to their labour 
relations, health and safety, and fairness concerns." 
K.Ashwathappa defines 
"Human Resource Management (HRM) is a management function that 
helps managers recruit, select, train and develop members for an 
organization." 
Business Encyclopedia describes 
"Human resource management is responsible for how people are 
treated in organizations. It is responsible for bringing people into the 
organization, helping them perform their work, compensating them for 
their labours, and solving problems that arise." 
40 
Edward Flippo defines 
"HRM is planning, organizing, directing, and controlling of the 
procurement, development, compensation, integration, and separation 
of human resources to the end that individual, organizational, and 
social objectives are accomplished." 
Gilley, Eggland (www.hrm.com) defines as 
"the recruitment, selection, retention, development, and utilization of 
and accommodation to human resources by organizations." 
According to Price Waterhouse Coopers, 
"Human resource management is the part of the organization that is 
concerned with the "people" dimension." 
Human resource management (HRM) can be viewed in two ways: Firstly, HRM is a staff, 
or support, function in the organization. Its role is to provide assistance in HRM matters 
to line employees, or those directly involved in producing organization's goods or 
services. Secondly, HRM is a function of every manager's job. Whether or not one 
works in a formal HRM department, the fact remains that to effectively manage 
employees requires all managers to handle the activities related to human resource 
functions. 
In Story's view (1989) there is a distinction between hard and soft version of human 
resource management. The hard approach to HRM emphasizes the quantitative, 
calculative and business strategic aspects of managing the head count resource in as 
'rational' a way as is done for £iny other economic factor, whereas the soft model of 
HRM traces its roots to the human relations school, emphasizing communication, 
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motivation and leadership. It involves treating employees as valued assets, a source of 
competitive advantage through their commitment, adaptability and high quality (of skills, 
performance and so on). 
Armstrong (1999) says, the overall purpose of HRM is to ensure that the organization is 
able to achieve success through people. HRM has been defined as a strategic and 
coherent approach to the management of an organization's most valued assets - the 
people working there who individually and collectively contribute to tiiie achievement of 
its goals. 
Human Resource Management encompasses those activities designed to provide, 
motivate and coordinate and human resources of an organization (Biswajeeth Pattanayak, 
2006). 
Scope and Functions 
The scope of Human Resource Management is very wide (Dale Yoder, 1967). All major 
activities in the 'working' life of an employee - from the time of his or her entry into an 
organization until he or she leaves - come under the purview of Human Resource 
Management (K.Aswathappa, 2008) 
The Michigan School prescribes four generic processes or functions (Fombum et. al). 
They are (1) Selection - Matching available human resources to jobs; (2) Appraisal -
Performance management; (3) Rewards - It must reward short as well as long-term 
achievements; and (4) Development - Developing high quality employees. The school 
also suggests that senior managers should give HR issues as much importance as they 
give to other functions. 
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The American Society for Training and Development outlines the following as the 
functions of Human Resource Management: 
T&D focus: Identifying, assessing and through planned learning - helping develop the 
key competencies which enable individuals to perform current or future jobs. 
OD focus: Assuring healthy inter and intra-personal relationships and helping groups 
initiate and manage change. 
Organizational/Job design focus: Defining how tasks, authority and systems will be 
organized and integrated across organization units and in individual jobs. 
HRP focus: Determining the organization's major HR needs, strategies and philosophies. 
Selection and staffing focus: Matching people and their career needs and capabilities with 
jobs and career paths. 
Personnel research and information systems focus: Assuring a personnel information 
base. 
Compensation/Benefits focus: Assuring compensation and benefits fairness and 
consistency. 
Employee assistance focus: Providing counselling to individual employees, for personal 
problem-solving. 
Union/Labour relations focus: Assuring healthy union/organization relationships. 
Keith Sisson (1990) suggests four main features that are increasingly associated with 
Human Resource Management. One is about integration of personnel policies with 
business planning. The second is about shifting of the focus of responsibility from HR 
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specialists to line functionaries. The third is about shifting of focus from manager to 
management, trade union relations to employee relation and collectivism to 
individualism. The fourth is about managers playing the role of facilitator. 
According to Wayne F. Cascio, Human Resource Management should deal with five 
major functions. First function relates to staffmg and its activities include identifying 
work requirements within the organization, determining the numbers of people and the 
skills mix necessary to do the work and recruiting, selecting and promoting qualified 
candidates. The second function is retention and its activities are rewarding employees 
for performing their jobs effectively, ensuring harmonious working relations between 
employees and managers and maintaining a safe, healthy work environment. The third 
function is development. Development is a function whose objective is to preserve and 
enhance employees' competence in their jobs through improving their knowledge, skills, 
abilities and other characteristics; HR specialists use the term competencies to refer to 
these items. Adjustment is a function which comprises activities intended to maintain 
compliance with the organization's HR policies (e.g., through discipline) and business 
strategies (e.g., cost leadership). Managing Change is another function which is an 
ongoing process whose objective is to enhance the ability of an organisation to anticipate 
and respond to developments in its external and internal environments and to enable 
employees at ail levels to cope with the changes. 
The Harvard framework of Human Resource Management (Beer et. al, 1984) prescribes 
that the general managers should develop a view point of how they wish to see 
employees involved in and developed by the enterprise and of what HUM policies and 
practices may achieve those goals. It emphasizes the need for a central policy or a 
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strategic vision, in the absence of which Human Resource Management will remain as a 
set of independent activities without integrating itself with the overall organizational 
objectives. The Harvard School suggests that line managers, should be more involved in 
aligning competitive strategy and personnel policy and that personnel function should set 
up policies that make them mutually more reinforcing. Human Resource Management is 
viewed as a general management function in the larger context. Human Resource 
Management policy should take into consideration stake holders' interest and situational 
factors. Such an approach will lead to Human Resource Management outcomes like 
commitment, congruence and cost effectiveness ultimately benefiting the individual 
employee, organization and the society. 
The different functions of Human Resource Management can be summarised as 
manpower planning, recruitment and selection, training and development, performance 
appraisal, career planning, discipline, industrial relations, grievances handling, 
compensation, motivation, safety and welfare, personnel research, general administration, 
information system and organizational development. 
Advantages of Human Resource Management 
An organization consists of several sub systems. Human Resource Management as a sub 
system interacts closely and continuously with all other sub systems. The quality of 
people in all sub systems depends largely upon the policies, programmes and practices of 
the Human Resource Management sub system. The quality of human resources 
determines the success of an organization. 
The importance of Human Resource Management can be discussed at four levels -
corporate, professional, social and national (Gupta, 1997). At corporate level, Human 
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Resource Management can help in attracting and developing necessary talent, securing 
the willing co-operation of employees and utilizing the human resource effectively, such 
that the enterprise achieves its goals. Professional growth is a natural result of Human 
Resource Management efforts which seek to foster team work, improve quality of life, 
healthy relationship and maximum opportunities for personal development. Sound 
human resource management has a great significance for the society. It helps enhancing 
the dignity of labour by ensuring suitable employment opportunities, balance among the 
jobs; balance between the jobs available and the job seekers and eliminating waste of 
human resources through conservation of physical and mental health. As far as national 
significance is concerned, a committed manpower is necessary for effective exploitation 
and utilization of a nation's natural resources. As Human Resource Management aims to 
effectively manage the human resources the process of economic growth and thereby 
higher standards of living is speeded up. 
Where Human Resource Management is managed effectively, there are consequent 
advantages to the organization's business performance (Wayne F. Cascio). 
Research evidence shows a strong connection between how business organizations 
manage their people and the economic results they achieve. This evidence is drawn from 
large samples of companies from multiple industries; studies of the five-year survival 
rates of initial public offerings; and research from the automobile, apparel, 
semiconductor, steel, oil refining and service industries. A comprehensive study of work 
practices and financial performance was based on a survey of over 700 publicly held 
firms in all major industries. The study examined the use of "best practices" in the areas 
of Personnel selection. Job design. Information sharing. Performance appraisal, 
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Promotion systems, Attitude assessment, Incentive systems, Grievance procedures and 
Labour-management participation (Srinivas R.Kandula, 2007). 
Based on an index of "best practices" prevalence, firms using more progressive policies 
in these areas were generally found to have superior financial performance. The 25 per 
cent of firms scoring highest on the index performed substantially higher on key 
performance measures, as shown here: 
Table 2.1: Table showing top 25 per cent of firms scoring highest on the index 
performed substantially higher on key performance measures 
Performance Measure 
Annual return to 
shareholders 
Gross return on capital 
Bottom 25 
per cent 
6.5 
3.7 
2"" 25 per 
cent 
6.8 
1.5 
3'" 25 per 
cent 
8.2 
4.1 
Top 25 per 
cent 
9.4 
11.3 
The top 25 per cent of firms - those using the largest number of "best practices"- had an 
annual shareholder return of 9.4 per cent, versus 6.5 per cent for firms in the bottom 25 
per cent. Firms in the top 25 per cent had an 11.3 per cent gross rate of return on capital, 
more than twice as high as that of the remaining firms. After accounting for other factors 
likely to influence financial performance (such as industry characteristics), the human 
resource index remained significantly related to both performance measures. 
As this study shows, adoption of high performance work practices can have an 
economically significant effect on the market value of a firm. How large an effect? 
Recent work indicates a range of $15,000 to $45,000 per employee and that such 
practices can affect the profitability or survival of a new firm by as much as 22 per cent. 
The extent to which they actually pay off depends on the skill and care with which the 
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many HR practices available are implemented to solve real business problems and to 
support a firm's operating and strategic initiatives. 
Such high-performance work practices provide a number of important sources of 
enhanced organizational performance. People work harder because of the increased 
involvement and commitment that comes from having more control and say in their 
work. They work smarter because they are encouraged to build skills and competence. 
They work more responsibly because their employers place more responsibility in the 
hands of employees farther down in the organization. What's the bottom line in all of 
this? HR systems have important, practical impacts on the survival and fmancial 
performance of firms and on the productivity and quality of work life of the people in 
them. 
It has become a widely held premise that people provide organizations with an important 
source of sustainable competitive advantage (Srinivas R.Kandula, 2007). By facilitating 
the development of competencies that are firm specific and generating tacit 
organizational knowledge, the resource based view of HR system can contribute to 
sustained competitive advantage (Reed and DeFillipp, 1,1990; Barney, 1992; Wright and 
McMahan, 1992, Lado and Wilson, 1994). Within the resource-based framework, the 
firm is viewed as an excess of resources and capabilities which are not freely bought and 
sold in the spot market (Conner, 1991, Rumelt, 1987; Wemerfelt, 1984). A firm's 
resources encompass all input factors - both tangible and intangible, human and non-
human, which are owned or controlled by the firm and that enter into the production of 
goods and services to satisfy human wants (Amit and Schoemaker, 1993). 
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Competitive strategy, based on human resources, is difficult to imitate. While the Human 
Resource Management practices develop the employee competencies and thereby gain 
competitive advantage the competitors will not be able to formulate an effective response 
in the short run (Poole and Jenkins, 1996). In this argument it is relevant to note that 
national prosperity is created and not inherited (Porter, 1985). 
A strategic perspective in this regard is called for. Improvement in productivity depend 
on the investment in Human Resource Development (Dunlop, 1989). In a major survey 
of European Nations, Human Resource Development was found to be the most important 
function in all the main countries covered (Hilb, 1992). 
Human Resource Management practices can contribute to competitive advantage in so far 
as they elicit and reinforce the set of role behaviours that result in lowering costs or 
enhancing product differentiation or both. Similar contention is taken that investment in 
Hrm specific human capital can generate competitive advantage (MacDuffie and Kochan 
1991, Snell and Dean 1992). The sustained superior performance of the most admired 
companies, such as Marriott, Bory-Warner and Merck have been attributed to unique 
capabilities for managing human resources to gain competitive advantage (Ulrich and 
Lake, 1990). 
According to Greer and Ireland (1992) that a firm which is able to stockpile human 
resources during periods of economic downturn for use in the future is likely to achieve 
competitive advantage over the competitors who indulge in hire and fire practices. It has 
also been argued that proper staffmg practices could result in a firm to build and sustain 
competitive advantage (Wright and Snell, 1991). Five major groupings of human 
resource management policies and practices that are germane to competitive advantage 
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are Culture, Organization Structure, Performance Management, Resourcing, 
Communications and Corporate Responsibilities (Sparrow et al., 1994). 
Combined with evidence from recent studies linking Human Resource Management 
activities and firm performance, the decade old argument that investments in human 
resources are a potential source of competitive advantage is proved (Huselid et al. 1997). 
Achieving competitive success through people involves fundamentally altering how we 
think about the workforce and the employment relationship. It means achieving success 
by working with people, not by replacing them, or by limiting the scope of their 
activities. It entails seeing the workforce as a source of strategic advantage, not just as a 
cost to be minimized or avoided (Pfeffer, 1984). 
The Hewitt Best Employers India (2007) listed the best 25 employers. The common 
things among these employers were that they have built an inventory of peoples' 
practices that are both unique and tailored for their firms (K.Aswathappa, 2008) 
In this research it is intended to ascertain the HR practices followed in manpower 
assessment and acquisition process; development initiatives like training and career 
progress schemes; employee relations and motivation strategies and benchmark them. As 
such, some more descriptions of these areas are covered in the following paragraphs. 
Manpower (HR) Planning 
Manpower Platming (now called Human Resource Planning) may be defined as strategy 
for acquisition, utilization, improvement and preservation of the human resources of an 
enterprise (Strainer G, 1971). It is based on the corporate plans and objectives (Gupta 
C.B, 1997). By definition human resources planning is a process of determining future 
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staffing requirements and developing action plans to meet them. In its basic form, human 
resources planning includes the following components: (I) an inventory of current 
personnel resources; (2) a forecast of capabilities required on a given date in the future; 
(3) an analysis of internal and external influences or actions that will occur during the 
intervening period; (4) a forecast of the kinds of actions that will be required to achieve 
the desired capabilities; and (S) a comprehensive plan to implement these actions 
(Encyclopedia of Professional Management, 1978). Human resource planning is the 
process of forecasting a firm's future demand for and supply of the right type of people in 
right number (K.Aswathappa, 2008). 
The planning is done forecasting the fliture requirements and taking note of the present 
available strength. While HRP can be carried out at national, sector, industry levels the 
firm level HRP will take care of plant, departmental and divisional levels. 
The expected demand for the product or service is paramount for forecasting personnel 
needs (Herbert G. Heneman Jr., and George Seitzer, 1972). The forecast of HR demand 
is made by managerial judgement or work-study method or ratio-trend analysis or 
mathematical models or a combination of these techniques. As with any planning, HRP 
is also affected by factors like inaccuracy, employee resistance, uncertainties, inefTicient 
information system and time and expenses. 
The important considerations that influence human relations planning are (i) type and 
strategy of the organizations; (ii) organizational growth cycles and planning; (iii) 
environmental uncertainties; (iv) time horizons; (v) type and quality of forecasting 
information; (vi) nature of jobs being filled; and (vii) off-loading the work (Tery L. Leap 
and Michael D.Crino, 1990). 
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The process of manpower planning involves three stages, namely, investing, forecasts 
and plans, utilization and control (John Brahmam, 1987). 
After assessing the future needs the next step is to estimate the likely supply of both 
inside and outside candidates. Most firms start with inside candidates whose information 
is computerised using various packaged software systems (John Lawrie, 1987). 
Recruitment 
Recruitment is the process of identifying the prospective employees and inducing them to 
apply for a particular job in an organization. It involves obtaining as many applications 
as possible from eligible candidates (K.Ashwathappa, 2008). The purpose is to have a set 
of eligible persons such that proper selection of suitable person can be made. Recruiting 
is the discovery of potential applicants for actual or anticipated organizational vacancies 
(CB.Mamoria and S.V.Gankar, 2008). Finding the right inducements for attracting and 
hiring employees can be a problem (Nina Munk, 1998). 
Recruitment may bring to mind employment agencies and classified advertisements. But 
current employees are often the best source of candidates (Gary Dessler, 2004). 
Recruiting inside candidates has many benefits. Their strengths and weaknesses are 
known; they are committed to the company; morale of the company will increase; and 
they need less orientation and training. Internal recruitment has also its demerits. 
Unsuccessful internal candidates will be discontented. Telling the unsuccessful applicant 
why he was rejected and what remedial actions he should take to be more successful is 
crucial (David Dahl and Patrick Pinto, 1977). 
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Interviewing a large number of unsuspecting inside candidates can be a waste of time 
while the management will precisely know in advance who among them the management 
would select. The insider appointed to a higher post may not be able to command respect 
or exercise authority as he is "one of the gang" (Jeffrey Daum, 1975). Another drawback 
of inbreeding is the tendency to maintain status quo. 
Many firms preferring internal candidates like IBM, Delta Airlines went outside for 
CEOs in the 1990s when their boards decided they needed new vision and leadership. 
Injecting new blood is needed to rejuvenating an organization. Through external 
recruitment the firm will have the benefit of new skills, new talents and new experience; 
it helps fulfil reservation requirements and scope for internal employees' resentment, 
heartburn can be avoided (K.Aswathappa, 2008). 
Re-hiring former employees is a trend witnessed in recent times. Earlier they were 
untouchables. With the economic boom attrition rate was high particularly in technology 
intensive firms. To meet the sudden spurt in expansion, some of the companies came out 
with advertisement for hiring former employees including the retired ones. 
To prepare for recruitment "job specifications" have to be fixed. This is also called "man 
specifications". It is a statement of human qualifications necessary to do the job (Dale. S. 
Bench, 1980). The elements of job specifications consist of physical, mental, emotional, 
social and behavioural specifications. 
The possible methods of recruitment are grouped into three categories: direct, indirect 
and third party (Dunn and Stephens, 1972). In direct method recruitment from campus 
and professional associations is included as the recruiter will visit them. Under indirect 
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method, advertising in various media is considered. Employment Exchanges, Employee 
referrals and consultants are part of third party sources. 
Selection process evaluates the qualifications, experience and other qualities of an 
applicant with a view to matching these with the job requirements. The process involves 
rejection of less suitable or unsuitable applicants. Selection is negative as it seeks to 
eliminate as many unqualified applicants as possible in order to identify the right 
candidate (Thomas H.Stone, 1989). 
Information from the candidates is solicited on a plain paper or in a structured format. 
From initial scrutiny and suitability, candidates can be called for further process. 
Selection is a long process, commencing from preliminary interview of the applicants and 
ending with the contract of employment (R. Wayne Mondy and Robert M.Noe, 1981). 
Selection tests for measuring job icnowledge, intelligence, aptitude and personality can be 
administered depending on the job. It should be noted that the tests at best can reveal that 
those who have scored above the cut off point are likely to be more successful than others 
and do not make a 100 per cent prediction of candidates on the job success. 
A selection test must be 'reliable' and 'valid' otherwise there is no logic to continue 
using it to screen the job applicants. Reliability refers to standardization of the procedure 
of administering and scoring the test results. A person who takes a test one day and 
secures a certain score should score more or less the same score when he takes the test 
sometime later (K.Aswathappa, 2008). In validity there are two types, viz, 'criterion' and 
'content'. Critirion validity demonstrates who do well in the test will also do well on the 
job and that those who do poorly in the test will do poorly on the job (Bureau of National 
Affairs, 1978). 
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The content validity of a test is demonstrated by showing that the test constitutes a fair 
sample of the content of the job (Ledvinka, 2004). 
Personal interview is the most universally used tool in the selection process. An 
interview is a conversation with a purpose between one person on one side and another 
person or persons on the other. An employment interview should provide an appraisal of 
personality by obtaining relevant information about the candidate's background, training, 
work histor>', education and interests. The candidate should also be given information 
about the company, job and policies. There are several types of interviews to aid the 
selection process. 
The candidates selected are offered appointments after physical/medical examination 
indicating the details of tlie offer. 
Outsourcing is an element of overall business strategy. If short term view of cost cutting 
guides such outsourcing the overall result may not be good. It is a unique feature in India 
that a law on contract labour is in force. The emerging view is that in core activities, 
outsourcing must not be resorted to. In non-core areas outsourcing is advised as a cost 
effective method on account of flexibility. Outsourcing is criticized as exploitation. 
However, business process outsourcing has emerged as a significant area. 
Career Growth 
Career Planning refers to who, on the basis of performance evaluation, should fit into 
higher assignments (N.N.Chatterjee, 1980). Organizational career planning is the 
planned succession of jobs worked out by a firm to develop its employees (Angeles 
Denisi and Ricky W.Griffin, 2006). The management has a picture of the succession 
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plan and the potentials of individuals for fiiture manpower needs caused by retirement 
and other casualties. To satisfy the aspirations for growth career ladders have to be 
formulated. Both lack of promotion and too rapid promotion are bad. It is advisable to 
maintain an age balance (Peter, F. Drucker, 1974). 
People do not want to work on dead end jobs; they want to move upwards in the 
organization. Hence a career ladder with clearly defined steps becomes an integral 
component of HR. Career planning is important because it would help the individual to 
explore, choose and strive to derive satisfaction with one's career object. 
People are a renewable corporate resource, not an expendable one (Dr. Paul Schumann, 
President of Global Vantage in Austin, Texas). The emerging work culture has as a norm 
encouragement of career or human resource development (Philip R.Harris, The New 
Work Culture, 1998). 
Careers today are not what they used to be. Traditionally it was viewed as an upward, 
linear progression within a profession. Yesterday employees exchanged loyalty for job 
security. Today employees exchange performance for learning and development that will 
allow them to remain marketable (Sherry Sullivan, William Cardon and David Martin, 
1998). Now one's career is driven by the person himself, not the organization from time 
to time (Douglas Hall, 1996). Therefore employees' long run interests have to be kept in 
view while devising career growth schemes. 
In career planning, organization has to prevent reality shock which occurs when a new 
employee's expectations do not match with the realities of job; allow job rotation to gain 
more realistic picture and provide mentoring for appropriate advices. Opportunities for 
net\vorking and interactions among diverse employees can also be effective (Belle Rose 
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Ragins, 1997). Most people look forward to promotions which usually mean more pay, 
responsibility and job satisfaction. It may so happen that promotion process is not always 
a positive experience for either employee or employer. Unfairness, arbitrariness or 
secrecy can diminish the effectiveness of the process. 
The important decision is whether to base promotion on seniority or competence (merit) 
or some combination of the two. Today's focus on competitiveness favours competence. 
It is a superior motivator. However, several things like union agreements, government 
regulations impact on company's ability to use competence as a criterion. Union 
agreements may state other things being equal seniority shall be the criterion (Daniel 
Quinn Mills, 1986). 
To measure competence, prior performance is used as a guide, the assumption being if he 
has performed well now he will do so in the new job. Use of tests or assessment centres 
to identify executive potential is also in practice. Some firms adopt informal process 
where the manager will decide who should be promoted. Here familiarity more than 
performance counts. In formal process organizations publish promotion policies and 
procedures. This is a transparent process where employees' satisfaction is expected to be 
high. 
Career growth schemes take several models. They can be discipline specific within an 
organization; promotion to higher levels with responsibility and pay or change in title and 
benefit without higher responsibility. Each organization's plan depends on its work 
requirements, industry norms and other considerations for growth, attrition rate and other 
unit specific issues. 
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Career growth schemes are important in the context of motivation. If it is not handled 
properly, it will impact severely on the morale and performance in an organization. 
Training and Development 
The training and development function enables employees to acquire skills and 
knowledge to perform their jobs effectively. Training is essential when the job undergoes 
change or new technology is adopted. Before redeployment to combat stagnation or 
surplus, training is useful. Any activity intended to improve people's capability to 
perform a work-task by means of improving their skills or increasing their knowledge is 
training (Tony Newby, 1998). Training is the process of imparting specific skills, 
abilities and knowledge to an employee (K.Aswathappa, 2008). Employees are assured 
of their capabilities upon reinforcement through training and development programmes. 
Training is a vital element of any corporate strategy (Buckley and Capell, 2000). 
Similarly company should link training to its objectives and strategies (President and 
CEO of ASTD, 2003). Training is part of overall business cycle (Wills, 1993). 
Company should assess the current and future needs of business for determining training. 
For successful implementation of business strategy, training plan must eliminate skill 
deficiencies. Employees to be effective should learn to perform their jobs at a reasonable 
level of proficiency. 
Organization must provide opportunities for continuous development of employees not 
only to perform the present jobs but also jobs in the near future (Gerson and Gerson, 
2006). 
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Therefore institutions must become learning organizations. The complexities and 
competitiveness of the global market require a collective and collaborative work 
environment not just a grand strategist at the top (Peter Senge, Fifth Discipline, 1990). 
Such organization empowers all persons to learn so they gain personal mastery through 
systems thinking and team development. 
New technologies are driving the redesign of organizational roles and responsibilities. 
Personnel have to be prepared for these new roles. With robotics and computerisation 
there will be fewer people at work but they will have higher qualifications and 
competencies. In such circumstances, self directed learning projects covering a variety of 
topics and educational resources will be helpfiil (R.G.Rumelt and R. Newson, 1981). 
Earlier training used to focus mostly on teaching technical skills (Caroline Wailey, 1993) 
Today employers have to impart training to adapt to technological change, improve 
product and service quality and boost productivity to stay ahead (Caroline Wailey, 1993). 
Apart from knowing charts, graphs and analyzing data, employees would need skills in 
team building, decision making, communication and computer skills (Harley Frazis et al, 
199S). It is important to have a business justification of training initiative which should 
estimate return on investment of training (McArdley, 1999). 
It was customary to distinguish training from development. Training was taken to imply 
"to educate somewhat narrowly, mainly by instruction, drill and discipline whereas 
development implied a process for growth and maturisation (Dale Yoder, 1967). 
Development refers to those learning opportunities designed to help employees grow 
(Jowher H.Bemardin and Joyce E.A.Russel, 1993). To shoulder higher responsibilities 
organizations have development programmes. Training was supposed to cover workers 
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and development managerial personnel. However, this distinction has been questioned. 
The types include induction training, supervisory training, technical training and 
management development. There has been a preference for on the job trainings for 
workers. Supervisors and managers are sent for classroom training. It is not uncommon 
for managements to send workers also for long term training such that the benefit is 
reaped for several years. 
Training and development aim to provide skill development, example, computer skills, 
knowledge development, say latest changes in industrial, labour law and attitudinal 
change, for instance, preparing for merger and takeover. 
Important training needs may have to be identified through a number of ways. It includes 
training audit, identification projects, job training analysis (Kennedy and Reed, 1986). 
Training and development of employees is attracting increasing attention (Kleangartner 
and Anderson, 1987; Tannenbaum and Yukl, 1992). The importance of tying training to 
strategic business planning has been stressed (Tichy et al, 1982, Hendry and Pettigrew, 
1990 and Schuler, 1992). 
HR is seen to be a vital factor in corporate planning and training and development is 
capable of making an important contribution to the achievement of business (Ashton and 
Felstead, 1995). According to Maybey and Salaman, (1995), training is a strategic 
priority, it should act as a catalyst for change, it should give the organization a 
competitive edge and promote a learning climate in the organization. The business 
success of leading organizations like Motorola, General Electric and Hewlett Packard is 
attributed to systematic employee training (Catala Nello and Redding, 1989). A number 
of companies in Britain were also seen to be integrating training and development into 
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their wider planning (Keep, 1989). In Canada, a survey revealed that education and 
training have been rated as important factors for improving international competitiveness 
(Clarke, 1992). In India many leading organizations have their own training facility or 
send employees for external programmes. For the industry being studied in this research 
(power industry), Government of India have formulated National Policy for the Power 
Industry (2001). 
Benefits of Training 
Training and development has win-win outcomes for both employees and employers. 
Strategically targeted training in critical skills and knowledge base adds to employee 
marketability and employee security (Jeffrey A Mellow, 2007). Training helps workers 
assuming varied responsibilities which improve the bottom line. Eventually de-layering 
of management and making employees more accountable for results are possible. 
Training can make an impact in succession planning, work methods improvement, 
material control, hygiene and safety and enhanced sales (Buckley R, 2004; Hurlay P, 
2005, Harris P, 2005). Research has also confirmed that training can improve courtesy 
and employee attitude transformation (Kamikeya, 2004; Goyal, Sharma and Jauhari 
2004). 
Training can increase job satisfaction as the task performed after training will be better. 
A research at Xerox found that post training New Castle branch of Xerox became the top 
branch in terms of sales and that sales calls to get an order had virtually halved to twenty 
four. 
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Need Assessment 
Needs assessment diagnoses present problems and future challenges to be met through 
training and development (William and Keith Davis, 1993): The essence of a training 
need is a gap between what exists and what is needed for optimum performance. When 
training is designed in response to such a need several positive results follow: training 
content relates to job realities; people undergo training are much more likely to see the 
activity as useful and relevant and therefore learn more readily; on the job performance 
improves; and measurement of improved performance becomes more feasible (Tony 
Newby, 1998). The first step involves determining why specific training activities are 
required. The assessment is made at organizational, task and individual levels. How 
training will assist the organization meeting its objectives will be examined at 
organizational level. Task level assessment involves looking at specific duties and 
responsibilities assigned to different jobs. Learning on or away from the job will be 
found out. At individual level, it considers the people to be trained. Takes note of the 
existing levels of knowledge and skills, personality and inter-personal styles in the design 
and delivery of training. Fairbaims (1991) speaks about two aspects of needs analysis; 
(1) what skills, knowledge and personal attributes are important in one's job and (2) what 
skills, knowledge and personal attributes one is in need of training. 
Training Objectives 
The objectives must follow directly from the assessed needs and be described in specific 
measurable terms. It should state the desired employee behaviour as well as the results 
that are expected to follow such behaviour. The difficulty will arise if the organization's 
objective is vague. And consequently the training objective cannot be evaluated. If 
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training programmes cannot be evaluated it will be of little value in the long run. 
Training objectives should be written precisely such that what trainees are able to be able 
as a result of their learning (Buckley and Jim, 2004). 
Steps 
Training programmes consist of five steps. These are is needs analysis, instructional 
design, validation, implementation of the programme and evaluation (Gary Dessler, 
2004). According to Craig (1976) there are seven steps. These are identification of 
training needs, developing training objective, designing training curriculum, selecting 
training methods, designing evaluation methodology, conducting the programme and 
measuring training results. 
Design and Delivery 
Two critical issues must be kept in view in designing training programmes. The first is 
interference. It occurs when prior training, learning for established habits acts as a block. 
The more experience some one has the more difficult it may be to modify the response 
they display. The second issue is transfer. It is the extent to which the trainee is able to 
transfer the learning to the actual job setting. External training (away from job) suffers 
from this deficiency in as much as transfer is insufficient. On the job training helps to 
maximize transfer. But it is obviously not feasible for all jobs. Off the job training 
minimizes interruptions. The techniques used now attempt to stimulate what happens on 
the job. Simulated training for power plant operation is a case in point. Simulation 
provides learners with an atmosphere in which it is safe to fail (Salopek, 1998) 
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Business games have assumed an important role in education and training for industry 
and commerce (Patra, 2003). Training methods that are interactive, emotionally involve 
the participants and connect the trainee with reality are more effective (Singh and Perdue, 
2002). 
On line training is becoming popular now. A survey conducted of 100 companies with 
an average of 15,000 employees found that 42 per cent were currently using online 
learning applications. More importantly 92 per cent of the respondents planned to 
introduce online training within next 12 months (Anonymous, 2000). 
Evaluation 
After the training has been delivered, it needs to be evaluated. The organization should 
receive feedback on training and decide whether it should be continued, modified or 
stopped. The evaluation criteria should be assessed prior to training delivery to provide a 
comparison basis for post training assessment. 
Evaluation techniques should be developed at the time when training objectives are set. 
One model suggests the evaluation at four levels. These levels are reaction, learning, 
behaviour and results (Krick Patrick, Donald, 1994). Reaction measures whether the 
employees liked the training, the trainer and the facilities. This is obtained through 
feedback forms. Learning measures whether employees more than they did prior to 
undertaking the training. This is measured by tests or demonstrations. Behaviour 
measures what employees do on the job after the training. It finds out whether transfer 
has taken place and if employees are able to do things differently. Pcrfonnance appraisal 
is used here. Evaluation of results look at the overall outcome of the training on 
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productivity, efficiency, quality, customer service or any otiier means the organization 
may decide. 
Employee Compensation 
Employee Compensation refers to all forms of pay or rewards going to employees and 
arising from their employment (Thomas Patten Jr., 1977). The two main categories of 
compensation are direct financial payments like wages/salaries, incentives, commissions 
and bonus and indirect payments like employer paid insurance and vacations, medical 
reimbursement. Payments made to workers are called wages whereas managers are paid 
salaries. 
The main issue is laying down a fair and equitable compensation system. While 
productivity has to be ensured, for which the employer should get the right talent, the 
actual compensation has to look at the impact on overall cost and at the same time 
securing the right talent at a competitive market. In determining the compensation, the 
legal requirements (Minimum Wages Act, Payment of Wages Act, Equal Work for Equal 
Pay) have to be complied with. Unions play a crucial role and employee relations will be 
an important factor to be reckoned with. Quantum of take home pay is one of the 
considerations. Deductions made from salary are mostly meant for post-retirement 
support. Provident Fund and Pension Scheme are examples. Another related issue is tax 
planning. Organizations have taken recourse to fringe benefits which however are now 
taxable. Payment of compensation and settlement of retirement benefits on time are quite 
important. 
Management should produce an aligned reward strategy. It should ask how to construct a 
total portfolio of reward's programme that all link to both short and long term businesses 
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success, derive shareholder value, encourage behaviour that they need and deliver true 
value to employees (Jack Dolmat - Connell, 1999). It should be remembered that the 
issue is not just what one pays people but also what they produce (Jeffrey Pfeffer, HBR 
June, 1998). 
Adequate pay is a key component in improving and sustaining the motivation, 
performance and integrity of public servants. Thus, the development of a pay policy is an 
integral part of HRM in the public sector (World Public Sector Report, 2005). 
The HR department shall write the compensation policies in a manner that is consistent 
with firm's strategic aims (Thomas Robertson, 1986). It should decide whether the firm 
wants to be leader or a follower regarding pay. The assumption that low wage rates 
make a firm more competitive is a dangerous myth. It should be remembered that the 
issue is not just what one pays people but also what they produce (Jeffrey PfefFer, 1998). 
Primarily compensation package is determined with reference to an organization's ability 
to pay and according to industry cum region formula. Obviously an organization cannot 
survive if it makes excessive payments beyond its capacity. It is difficult to pay such 
price if we do not know what otfiers are paying. Hence salary survey plays a big role in 
pricing jobs. Virtually every employer conducts at least an informal telephone or 
newspaper or internet salary survey (Henderson Compensation Management, 1992). 
D.S.Beach (1980) advocates 7 principles in compensation administration. These are 
determining differential pay level; keeping wage/salary level in line with industry; 
distinguishing people fi"om jobs; ensuring equal pay for equal work with minimal 
variation; recognizing individual ability and contribution; evolving procedure for 
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handling wage grievances and informing employees and unions about the procedure 
followed in determining wage rates. 
A sound compensation structure must be based on job evaluation. Job evaluation 
determines a job's relative worth. It is a systematic attempt for comparing the worth of 
one job relative to another and eventually results in a wage or salary hierarchy. The basic 
principle is that the jobs that require higher qualifications, more responsibilities and more 
complex duties should be paid more than other jobs with lesser requirements 
(Martocchio, Joseph J, 2008). 
The basic procedure is to compare the jobs in relation to one another, say, in terms of 
efforts, responsibility and skills. Based on salary survey, the key benchmark jobs are 
priced. Then job evaluation is used to determine the relative worth of all other jobs in 
relation to these key jobs. The jobs are compared within each occupational group and 
between occupational groups in an organization. 
According to Dale Yoder (1970), developing compensation plans for managers or 
professionals is similar in many respects to developing pans for any employee. However, 
managerial jobs envisage judgement and problem solving than production or clerical jobs 
and therefore they are paid for the special abilities. Compensation for a company's top 
executives usually consists of four main elements - base pay, short term incentives, long 
term incentives and executive benefits and perks (Mark Meltzer and Howard Goldsmith, 
1977). This can be seen in industrially advanced countries, among MNCs and private 
sectors in India. 
Payment of incentives for professional employees is also in vogue. Professionals icach 
their positions through prolonged periods of formal study (Robert Gibbson 1981, Rekha 
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Balu, 2000). Making incentive pay decisions for professional employees can be 
challenging. They are any way paid well. Also, they are driven by the desirable produce, 
high caliber work and recognition from colleagues. Consequently in some cases offering 
fmancial rewards to people like these, may actually diminish their intrinsic motivation -
not add to it (Edward Dessey and Richard Ryan, 1985). 
According to a survey of 300 IT departments it is found that 77per cent were paying 
bonuses and incentives and including stock auction and profit sharing to IT professionals 
(Esther Shein, 1998). 
Performance related pay is on focus these days. A study of twenty fortune five hundred 
companies revealed that organizations in which turbulence was greater shifted the 
financial risk with their managers by paying proportionately higher levels of variable pay 
(Linda Stroh, Jane Bred Joseph Vowman and Anne Rely, 1996). The incentives focused 
the manager's attention on performance. 
In designing the overall compensation system, an organization should take note of the 
perceived equity of the system for employees. Employees should feel that they are being 
compensated fairly. Internal equity involves the perceived fairness of pay differentials 
among different jobs within an organization. External equity involves employee 
perception of the fairness of their compensation relative to those outside the organization 
(Jeffrey A. Mello, 2007). 
Incentive plans are pay for performance plans. Financial incentives are designed to 
provide direct motivation; do this and you will get that. Financial rewards provide 
financial recognition to employees for their achievements in the shape of attaining or 
exceeding their performance targets or reaching certain levels of competence and skills. 
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A sales representative's commission is an example of financial incentive. A team based 
lump sum payment is an example of financial reward. 
Incentives plans can be classified in .several ways. Individual incentive plan provides 
income over and above base salary to individual employees who meet specific individual 
performance standards. Group incentive programmes pay all members (The Bureau of 
National Affairs Inc., 1991). Profit sharing plans are organization made and provide 
most employees with a share of company's profits in a specified period. Variable pay is a 
group incentive that ties pay to some measure of the firm's overall profitability (BNA 
Bulletin to Management, 1996). Several incentive plans are particularly suited for 
operation employees. Piece work is the oldest incentive plan and refers to a system of 
pay based on the number of items processed by each individual work per hour or day. 
There are a few variations to peace work plans. 
The incentive schemes can be directly or indirectly linked to output. The schemes 
directly linked to output can be short term or long term. It is applicable to individuals 
and groups. That which link to output differentiates payment either in proportion to 
output, or more or less thaii output. The ones indirectly linked to output are like 
attendance bonus, quality bonus, waste reduction bonus. 
A stock option is another incentive scheme. For sales people, typical incentive schemes 
are in place. Some sales people get straight salaries and most receive a commission of 
salary and commissions (John Steambrink, HBR, 1978 and John Tallitach John, 
Moinahan, 1994). Merit pay is any salary increase a firm awards to an employee based 
on his or her individual performance. It usually becomes a part of employee's base 
salary. 
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An incentive scheme is a plan to motive individual or group performance. It is most 
frequently built on monetary rewards. But may also include a variety of non-monetarj' 
rewards or prizes (Burack and Boldsmith). A good incentive scheme should ensure 
adequacy of additional earnings; constancy of such earnings and immediacy of reward 
(N.N.Chatterjee, 1980). 
Motivation 
Motivation is what makes people do things. It is an inner urge to do things. Motivation 
comprises all the internal urges which we describe as desires, wishes, drives etc. which 
make a person strive for or do things (N.N.Chatterjee, 1980). 
Motivation is the willingness to exert high levels of effort toward organizational goals 
conditioned by the effort's ability to satisfy some individual need (Stephen P Robbins, 
1993). 
The high level of effort will produce outcomes only if it is channellised in the direction 
that benefits the organization (R.Katerberg and G.J.Balu, 1983). People to do what they 
do to satisfy some need, before they do anything they look forward for a reward or pay 
off (C.B.Mamoriaand S.V.Gankar, 2008). 
Money is the crucial incentive to work motivation. According to Beach D.S (1977), one 
of the major purposes of wage and salary programmes is 'to. motivate people to perform 
better'. As a medium of exchange, employees can purchase a numerous need satisfying 
things they desire. Further, money enables employees to assess the value that the 
organization places on their services and by which employees can compare their value to 
others. Positive motivation is a process of attempting to influence other to do your will 
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through the possibility of gain or reward (Flippo E.B, 1976). If money is net paid, how 
many people would come to work. For the vast majority of the workforce a regular pay 
cheque is absolutely necessary in order to meet their psychological and safety needs. The 
best case for money as a motivator is a review of studies done by Edwin Lowkay of the 
University of Maryland. Out of four methods, money improved the performance by 30 
per cent while other methods led to lesser improvements. People work for incentives in 
the form of four 'Ps' of motivation: Praise, Prestige, Promotion and pay cheque 
(C.B.Mamoria, 2008). Other view held is money can motivate some people under some 
conditions. The importance of money as a motivator has been consistently downgraded 
by most behavioural scientists. It is argued that people work for achievement, self-
actualisation and social esteem. 
There are a number of theories on what motivates people. Biswajeet Pattanayak ( 2006) 
groups them under four broad categories. They are, (1) content theories, which are 
people oriented. They attempt to determine needs which energize and direct behaviour; 
(2) process theories, which are work centered and explain how behaviour is energized, 
directed and maintained; (3) drive theories, which believe that the internal drives (market 
leadership, ambition, better quality of life etc.) motivate an individual to work; (4) 
incentive theories, which state that there is sometimes the goal itself that motivates the 
behaviour. Such goals are referred to as incentives, for example, pay, promotion etc. 
Employee Relation 
Employee relations relate to maintaining a harmonious relationship between employer 
and the employees. It is the art of getting along with people either as individuals or as a 
group (C.B.Mamoria, 2008). According to Jack Hallorom (1978), it refers to all the 
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interactions that can occur among people, whether they are conflicts or co-operative 
behaviours. According to Adams some of the important requirements for maintaining 
better relationship are, knowing employees' needs and wants; listening to their views; 
developing good communication, vertical and horizontal in the company; formulating 
wage and incentive plans; setting up grievance handling procedures and good leadership 
(Adams, Thomas J, 1976). It might be settling grievances of the employees or meeting 
demands through negotiation or resolving disputes on a continuous basis. In India, 
industrial relation is governed by the Trade Union Act, 1926, the Industrial Disputes Act, 
1947 and Industrial Employment (Standing Orders) Act, 1946). In view of employing a 
large number of personnel it is not possible to talk to each individual employee. 
Therefore, it is convenient to interact with a group of persons who are official 
representatives of the employees (union office bearers). This has resulted in emergence 
of the process of collective bargaining. 
Oxford Dictionary defines collective bargaining as the process through which trade 
unions and employers negotiate collective agreements that set the rates of pay and terms 
and conditions of employment of workers. It is also a process of joint regulation and can 
be differentiated from unilateral regulation of employment by employers or unions and 
legal regulation through the state. 
The International Labour Organization defines collective bargaining as negotiations 
between an employer, a group of employers or one or more organizations of employers 
on one hand, one or more representatives/organizations of workers on the other, with a 
view to reaching an agreement over working conditions and terms of employment. 
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Existence of multiple unions is a serious threat to industrial peace and harmony. 
Identifying a bargaining agent is a complicated process in this scenario. External 
leadership and political affiliations confound the situation. Managements may resort to 
check off system or any other mutually agreed methods for identifying the bargaining 
agent. It is now common to witness the associations formed by white collared employees 
and professionals like doctors, lawyers, engineers, professors and management staff. 
Instances of such associations resorting to coercive actions are also there. Under the 
Human Resource Management (as opposed to traditional industrial approach) approach 
the employee relations shall be viewed in terms of commitment, values and mission, high 
trust, team work, autonomy and self-control (Guest, 1995). 
Role of Line Managers in HRM 
All managers are, in a sense, HR managers since they all get involved in several activities 
of HR (Gary Dessler, 2004). Managers are responsible for optimizing all of the 
resources available - material, capital and human (Campbell J.P. and Dunnatte M.D. 
Lawler, EE III Week K.E.Junior, 1970). It has been gradually realized that works 
manager is as much concerned with the personnel management as the chief personnel 
oflficer (N.N.Chatterjee, 1980). 
The activities of staffing, retention, development and adjustment are the special 
responsibilities of HR department. But, these responsibilities also lie within the core of 
every manager's job because line managers have authority and they have considerable 
impact on the ways workers actually behave (Wayne F. Cascio, 2006). HR provides the 
technical expertise while line managers use this expertise to manage people effectively. 
For instance, line managers have to treat employees fairly, promote team work and 
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recommend pay increases, whereas, HR department will devise a fair compensation 
system leading to retention of people. The direct handling of people is, and always has 
been, an integral part of every line manager's responsibility, from president down to the 
lowest level supervisor (Paul Pigors, Charles Meyers, and F.P.Maim, 1969). In small 
organizations, line managers may carry out all personnel duties. But as the organization 
grows, they need the assistance, specialized knowledge and advice of a separate human 
resource staff (BNA Bulletin, 1998). Distinction of which HR management activities 
should be handled by line managers and which by staff managers across the company 
cannot be made. But we can make some generalizations (BNA Bulletin, 2000). Line 
managers for example, indicate the qualifications of persons to be appointed and the HR 
staff handles the remaining process towards recruitment. Likewise in various other 
functions, the role of line managers in HR management becomes complementary. 
Power sector 
Availability and Demand 
Electric power is a vital input for agricultural and industrial production and for overall 
economic development. It is essential for improving the quality of life of people. 
When India achieved freedom, the country had an installed capacity of 1,362 tnega watt. 
Now it stands at 1,40,300 mega watt. It is a tremendous increase by nearly 103 times. 
Together with the electrification of more than 5,00,000 villages, it is impressive in 
absolute terms. 
However, as regards consumption of electricity, it may be seen that the per capita 
consumption in India is far below that in other countries (Integrated Energy Policy: 
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Report of the Expert Committee, Planning Commission, Government of India, New 
Delhi, 2006) The per capita consumption in Canada is 17,321 kwh; in US 13,638 kwh; in 
Australia 11,221 kwh; in Japan 8,201 kwh; France 7,699 kwh; in Germany 7,114 kwh; in 
UK 2,334; and in India 631 kwh. 
While the level of consumption is low, the price paid is high. The tariffs are highest 
among the world in PPP terms for industrial, commercial and household consumers. For 
example, in 2002, industries in India paid 47 US cents per unit as opposed to 20 cents in 
China, 17 cents in Brazil, 12 cents in Japan, 5.5 cents in US and 5 cents Germany. 
Moreover, access to electricity is very uneven. People in large number of villages have 
no access to electricity. The end users of electricity like households, farmers, commercial 
establishments, industries are frequented with power cuts both scheduled and 
unscheduled. Power cuts, erratic voltage and low or high supply frequency have added to 
the power woes of the consumer. 
These problems emanate from inadequate power generation capacity, lack of optimum 
utilization of the existing generation capacity, inadequate inter-regional transmission 
links, inadequate and ageing sub-transmission and distribution network leading to power 
cuts and local failures/faults, large scale theft and skewed tariff structure, slow pace of 
rural electrification, inefficient use of electricity by the end consumer and lack of grid 
discipline. 
The extent of shortage varies from state to state. Now the all India average peak shortage 
is 13 per cent. Similarly, the energy shortage is 6 per cent (news.oneindia.in). These 
shortages include sclieduled cuts, reported load shedding and frequency correction. 
However, unscheduled outages are not included (CEA). 
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Based on the demand projections made in the 16* Electricity Power Survey, over one 
lakh megawatt additional generation capacity needs to be established by 2020 to bridge 
the gap between demand and supply of power. However, according to a FICCI - Crisil 
Study titled 'Indian Power Sector: Holistic Capacity Building', India would need to 
generate additional capacity of at least 1,61,000 megawatt during 11**^  and 12* plan 
periods. 
The Ministry of Power, Government of India, has taken a comprehensive and realistic 
view of various power projects which can be commissioned in the X and XI plans. 
Based on this review, a capacity addition target of 46,500 megawatt has been tentatively 
fixed for central power sector undertakings. At the state level, the state utilities and 
private sector will add about 41,800 megawatt. For optimal development of electrical 
energy in its totality an integrated approach including capacity addition through nuclear 
and non-conventional energy has been adopted. The capacity addition targets of 6,400 
megawatt through nuclear power and 10,700 megawatt through non-conventional 
resources have accordingly been fixed for the period up to 2012. 
For addressing the remaining issues, the Ministry developed appropriate strategies and 
blue print to be implemented in a time bound manner. The outcome of these strategies 
hinges on their effective countrywide implementation. These strategies are flexible and 
can be adjusted to accommodate positive inputs and development. 
Ownership 
Power is a concurrent subject in the constitution. Both central and state governments 
therefore deal with this subject. The states have the greater share of genemtion and 
transmission assets and almost the entire distribution under their control. The states 
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would need to play a very pro-active role in effecting institutional and result oriented 
changes. 
Until recently, electricity boards were responsible for generation, transmission and 
distribution of power in the states. The earliest exception was Kamataka where a 
separate specialist generating company was set up. With the advent of reforms, most of 
the states have unbundled the three activities, viz, generation, transmission and 
distribution by setting up separate entities - Gencos Transcos and Discos. 
Considering the size of investment required and the speed with which power projects had 
to be executed Government of India set up several power corporations (generating 
companies) like National Thermal Power Corporation, National Hydro Power 
Corporation and Power Grid Corporation Limited. 
The sector is dominated by large state monopolies at both central and state levels. 
Around 87 per cent of utility based generation is in the public sector which also almost 
entirely controls transmission. Private distribution is limited to Orissa, Delhi and some 
parts of West Bengal, Maharashtra, Gujarat and Uttar Pradesh. The private and 
independent power producers hold about 13 per cent of the installed capacity. 
There are around 10 state electricity boards and 85 power companies (for generation and 
distribution) owned by state or central government. This is besides 13 electricity 
departments in the states and union territories. There are 19 power trading companies in 
the country (Central Electricity Authority). 
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Power Sector Reforms 
Recognizing the key problems afflicting the power sector, a number of initiatives have 
been undertaken by the Center and the States. One of the serious problems affecting the 
operations of the state electricity boards was their monolithic structure. The Electricity 
Supply Act, 1948 enabled setting up of state electricity boards as monolithic state owned 
entities responsible for generation, transmission and distribution of electricity. Serious 
weaknesses in the electricity boards especially in the distribution segment continued to 
plague the power sector and did weaken its financial viability. Therefore, the need to 
introduce reform in the sector was recognized in the early 1990s (Planning Commission). 
The power sector reform was sought to be achieved through unbundling the vertically 
integrated state utilities; establishing independent regulatory regimes at the state level as 
well at the centre; improving financial discipline and the financial viability of the state 
utilities; and transforming the accelerated power development and reforms programme 
from an investment driven programme to an outcome driven one. 
As a result, barring a very few states, the unbundling exercise has been completed. 
Unbundling assists in increasing the accountability in the operations of the entities. 
Generating companies, transmission companies and distribution companies have been set 
up by the states. Regulatory Commissions both at the centre and at the states are 
established. 
Policy Initiatives 
Electricity Act, 2003 has been enacted. The aim is to push the sector on to a trajectory of 
sound commercial growth to enable the states and the centre to move in harmony and co-
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ordination. One of the main objectives of the Act is to provide a liberal and progressive 
framework for growth of power sector by introducing competition in different segments 
of generation, trading and distribution of electricity. It has removed barriers to entry of 
private sectors in these segments. 
Many measures envisaged to ensure protection of the interests of the consumers in terms 
of quality of service, price regulation, right to get service on demand and redressai of 
grievances. The Act also provides appropriate institutional mechanism for achieving the 
goal of supply of electricity to all areas. The number and reach of the policy changes 
introduced by the Electricity Act, 2003 are unprecedented in the history of Indian power 
sector development (IIMB, 2004). 
Under the new statutory regime, generation of power is completely delicensed and 
captive power generation is freely allowed. It allows open access to transmission 
network under regulatory supervision. Any generating company is now free to seek 
distribution licence and vice versa. The opaque cross subsidies will be slowly phased out 
and replaced by a transparent subsidy to meet the social objectives prioritized by the state 
governments. 
Outcomes/Impact /Implications for HR 
The sector had begun a difficult but systematic journey to correct flaws and bring about 
order, segment by segment. No longer does investment need to be solicited; it has started 
coming in on its own merit. 
Policies have promoted greater participation and competition. Reforms and regulations 
have ensured respect for commeicial principles and fair play. The all India annual per 
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capita power consumption has increased to 704.2 units in 2007-2008 from 671.9 units in 
2006-2007 (Powerline, 2008). However, this is still nowhere close to developed 
countries or even China's 1,800 units. The capacity addition has been on the increase. 
The target for the 11* Plan period is 78,000 megawatt much higher than the 21,180 
megawatt addition achieved in the 10* Plan period. There is a greater diversity in 
generation and operational performance has increased. Gas, renewable and nuclear 
energy are expected to contribute more. The Plant Load Factor of thermal plants has 
improved from 64.6 per cent to 78.6 per cent over the past 10 years. 
Concerted efforts to build a strong and robust national grid interconnecting the five 
regional grids in the country are being made. Massive investments are being made by 
transmission and distribution (T&D) utilities to improve their network. T&D losses have 
decreased from 28 per cent in 2006-2007 to 26.9 per cent in 2007-2008 (it was as high as 
40 per cent in the late 1990s). 
The regulators have helped the utilities to make progress with regard to attaining 
commercial soundness, improving consumer orientation and power quality. There is 
now a sense of healthy competition with each unbundled utility trying to outperfonn the 
other. 
The ultra mega power project scheme (UMPP) at Sassan, Mundra and Krishnapattanam, 
each of 4,000 megawatt coal base plants have broken many stereo types. These projects 
are awarded in an investment-ready state to the developer. The price discovery through 
competitive bidding has been a record low leading to very low tariffs. There has been a 
general increase in the private sector participation in generation. More private 
participation is being suggested (Shubhra Puri, 2008). 
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The entire sector is bracing for efficiency and improvement. There are around 13,47,00(1 
personnel employed in the power sector. Human resources have to be sensitized to cope 
with the dramatic changes taking place in the sector. They will increase to 15,23,000 
towards the end of 11* Plan. Due to introduction of more sophisticated technology and 
automation the man-megawatt ratio is declining (B.S.K.Naidu, 2003). Skill development 
and efficiency improvement programmes are essential for the human resources apart 
from measures for enhancing motivational levels towards their adapting to the change 
and becoming willing partner in the uplifbnent of the power sector. 
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Chapter 3 
Research Methodology 
Business undertakings operate in the world of uncertainty. By research methodology the 
degree of uncertainty can be minimized. It reduces the probability of making a wrong 
choice among alternative courses of action. Research includes any gathering of data, 
information and facts for the advancement of knowledge. C.R.Kothari (1990) says 
research is a scientific and systematic search for pertinent information on a specific topic. 
Research is purposive; it seeks to answer specific questions and is not merely an 
accumulation of unstructured observation (C.B.Mamoria, 2008). Swain A.K.P.C (2008) 
defines: "Research is an endeavour to discover facts by scientific method and is a course 
of a critical investigation". 
Research methodology is the way in which data are collected for the research project. It 
is the systematic way to solve the research problem. There are three categories of 
research, namely, exploratory, descriptive and experimental. This classification is based 
on the type of information required and the extent of relevant subject knowledge 
available at hand. Exploratory research pursues several possibilities simultaneously and 
designed to provide a background, to familiarize and explore the general subject. For 
descriptive research one must collect data for a particular purpose. It allows both implicit 
and explicit hypotheses to be tested depending on the research problem. Experimental 
research will refer to that process of research in which one or more variables are 
manipulated under conditions which permit the collection of data that show the effects. 
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In this research the exploratory approach is followed. In so far as human resource 
management is concerned, it is recognized that research can be effectively used in 
studying wage rates, incentive schemes, employee turnover rates, employment trend and 
performance appraisal and in particular in human resource planning. C.B.Mamoria and 
S.B.Gankar (2008) observe that research is immensely valuable in developing more 
effective human resource practices. 
Research Gap 
From the time benchmarking was recognized as a useful management tool, one or other 
HRM function was also considered for benchmarking. Wage level, training and staffing 
were some of the commonly examined subjects under benchmarking. Bogan and English 
say, many benchmarking projects had targeted critical technical functions such as, 
distribution and logistics, billing, order entry and fulfillment, and as an advanced concept, 
it was also applicable to higher level functions such as, strategic planning, restructuring 
and joint venture management. Later, exclusive benchmarking exercises in HRM 
functions were also carried. International Game Developers Association, in 2003, carried 
out a study on human resource benchmarking, a study of international best practices. In 
Australia, among the library services, benchmarking exercise in HRD was undertaken 
(Ian Smith, 2006) 
The popular Malcom Baldrige Quality Award required compliance on certain elements of 
HRM. Suggestion was therefore made to carry out benchmarking of HRM functions 
under this Quality Award framework. 
The earlier exercises relating to benchmarking HRM functions in power industry can be 
traced to the woric done in Nuclear Electric, UK and Florida Light and Power, USA. 
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Nuclear Electric, UK through benchmarking established its strategic framework for the 
performance goals in the areas of manageable cost per unit of production; number of staff 
and output per employee. It also made external benchmarking in areas like outage 
management, safety management and health physics. Florida Light and Power, USA 
formed its quality plan that encompassed the principles of customer satisfaction, plan-do-
check-act (PDCA), management by fact and respect for people. 
In our country, the benchmarking tool was used by many organizations. Informal 
benchmarking was more in practice in power industry. It related to performance 
parameters and staff and wage levels. A benchmarking study conducted on HR functions 
in pharmaceutical industry by Nitin Vazirani has covered HR and strategic plans, 
organizational climate, training and performance management. It is a limited study 
covering only a few aspects of HR and the respondents were only managers who were in 
one city. The workers were not covered under the study. 
Literature about formal benchmarking study of HRM functions in power industry is not 
traceable. It has been ascertained that National Productivity Council of India took upon 
itself the responsibility of spearheading benchmarking movement in the country. A 
separate cell was learnt to have been formed for this purpose. However, it could not 
make headway as little response was forthcoming from the industry. Consequently the 
cell has been wound up now. 
An effort has been made to find out whether similar study has been undertaken earlier. 
The purpose was to review such study in case it was made and to identify gaps if any. A 
digital search was made through world web like Ebsco and Emerald but similar literature 
could not be found. Further, fi-om a search made in the Bangalore University, Indian 
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Institute of Management and Aligarh Muslim University, it has been noticed that neither 
a similar study nor a closely related study has been made. It is in this background that 
this research fills the gap. 
Statement of Problem 
Benchmarking has been credited with effecting dramatic turnarounds for companies in 
trouble and generally improving competitive positioning (Rogers Dale S, 1995). In the 
last three decades, several organizations have successfully implemented benchmarking 
projects with enormous benefits. They attained internal performance enhancement and 
could effectively meet competitors challenge, secure higher market share and ultimately 
achieve specific bottom line increases. Benchmarking can apply to any business process 
or function. 
As human resources are admittedly the key resource for the success of any business, 
benchmarking Human Resource Management functions can be of immense use. 
Benchmarking can be a very cost-effective method for making dramatic improvements in 
human resource process, according to Jac Fitz-enz, (1993), one of the gurus of human 
resource management. 
In several instances benchmarking exercises were carried out in operations or customer 
focus. Benchmarking projects carried out in US and Europe had covered some elements 
of HR functions as a requirement under the framework of Malcolm Baldrige, Deming 
Award or Australia Quality Awards. Some organizations had carried out exclusive 
benchmarking exercise in human resource management. 
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In so far as power sector is concerned, an informal bench marking practice has been in 
place for long (Mohammed Zairi, 1998). There used to be exchange of information on 
operation parameters, maintenance norms and staff pattern and comparisons were made 
when managers in-charge of utilities met in different forums. Also wage/salary 
information was shared among certain utilities for reaching wage settlements. One of the 
power generating organizations covered under this research, namely, Kamataka Power 
Corporation Limited had organized a national conference on best practices in power 
generation during July, 1999. Several papers on the best practices adopted in operation 
and maintenance of power plants, project management, financing, renovation and 
modernization, environment management and HR were presented (KPCL, 1999). 
Until the reform process was set in motion, profitability or competition was not an issue 
for state utilities. Also the power projects were executed on state fiinding and supply of 
electricity has been less than demand. 
Consequent to reforms, most of the states have unbundled their utilities. Each state has 
generating company, transmission company and distribution company. The purpose is to 
stem the inefficiencies in these segments by infusing competition. When a commodity is 
in short supply, there is little incentive for performance improvement. With the new 
legislative fiamework, private players backed by professional expertise are now entering 
the power sector. In this new scenario each organization in the sector has to consciously 
plan and implement measures that will enhance its performance. HR is recognized to be 
one of the key components that will enhance performance. 
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This research aims to carry out an exploratory study to identify the practices followed in 
certain human resource functions in the generating organizations of power industry and 
ascertain the best among them. 
There is a perceived void in formally understanding and comparing the practices 
followed in Human Resource Management. In most of the utilities, HRM function was 
not, until recently, established as a specialist function (Orissa State Electricity Board 
Case Study, 2001). As such, necessary literature or information relating to various 
aspects of human resources was not properly developed. 
In the absence of identifying best practices, the public sector may not be able to 
effectively face the competition. This problem is sought to be remedied by instituting a 
formal study on the power sector HR practices currently in place. Similar studies in other 
functions of generating organizations can provide multiple advantages. 
Objectives 
The broad objective of this research is to study the human resource management practices 
followed by power generating organizations and benchmark the best practices. The 
specific objectives of the research are: 
1. To ascertain whether manpower planning is in vogue in power generating 
organizations. 
2. To ascertain whether acquisition of manpower is made systematically in 
power generating organizations. 
3. To find out whether training and development initiatives are in place in 
power generating organizations. 
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4. To identify whether career growth schemes in practice are appropriate in 
power generating organizations. 
5. To understand whether employee relations are cordial in power generating 
organizations. 
6. To ascertain the motivation level of employees in power generating 
organizations. 
Hyoptheses 
The following null hypotheses have been formulated in respect of this study: 
HQI There is no significant relationship between manpower planning and overall best 
practice in four power generating organizations. 
Ho2 There is no significant difference among the four power generating organizations in 
manpower planning. 
Ho3 There is no significant relationship between manpower acquisition process and 
overall best practice in four power generating organizations. 
Ho4 There is no significant difference among the four power generating organizations in 
manpower acquisition process. 
Ho5 There is no significant relationship between training and development and overall 
best practice in four power generating organizations. 
Ho6 There is no significant difference among the four power generating organizations in 
training and development. 
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Ho7 There is no significant relationship between career growth and overall best practice 
in four power generating organizations. 
Ho8 There is no significant difference among the four power generating organizations in 
career growth schemes. 
Ho9 There is no significant relationship between employee relation and overall best 
practice in four power generating organizations. 
HolO There is no significant difference among the four power generating organizations in 
employee relation. 
HQII There is no significant relationship between employee motivation level and overall 
best practice in four power generating organizations. 
Hol2 There is no significant difference among the four power generating organizations in 
employee motivation level. 
Sampling Plan 
The research is to study the human resource practices in generating organizations. There 
are 36 generating companies (looking after only generation) apart fi-om 10 electricity 
boards which continue to look after all the three segments, namely, generation, 
transmission and distribution. 
Among these generating companies/boards, four organizations were selected for the 
study based on judgment. All these four power generating organizations were recognized 
to be good performers in generation of electricity. This was ascertained from the annual 
awards given out by the Central Electricity Authority for best performing generating 
stations (CEA, 2007). In the years 2004-2005 and 2005-2006, these four power 
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generating organizations had bagged Gold or Silver or Bronze awards for best 
performance in generation from one or more power station(s) owned by them or for 
project implementation. It is relevant to note that performance of thermal power stations 
is measured in terms of plant load factor (PLF). The all India PLF for thermal stations 
was 77.03 per cent for the year 2006-2007. The PLF for NTPC was 89.43 per cent, 
APGENCO 85 per cent, TNEB 89.18 per cent and KPCL 89.18 per cent. As such, all 
these four power generating organizations had registered significant performance. As 
one of the requirements of benchmarking study is to select the best performing entities, 
these four organizations were selected. 
Among the four power generating companies, one is a central government generating 
company, namely, National Thermal Power Corporation Limited (NTPC) which was set 
up about three-and-a-half decades ago under the central domain. The second one is a 
state company, namely, Andhra Pradesh Power Generating Company Limited 
(APGENCO) which had been set up recently after reforms were introduced in electricity 
sector. The third one is an electricity board, namely, Tamil Nadu Electricity Board 
(TNEB) which has not been restructured and continues to be a monolithic organization 
managing all the three distinct activities of generation, transmission and distribution. 
The fourth one is a government company, namely, Kamataka Power Corporation Limited 
(KPCL) which was set up in 1970 long before the concept of unbundling came into 
being. Thus there is representation from central sector, state power companies and 
electricity boards. 
It was planned to have 700 respondents. From NTPC 220 employees and from the 
remaining three organizations 160 employees each were identified as respondents to the 
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survey questionnaires. The respondents included 60 executives/managers and 160 
staff/workmen from NTPC; and 40 executives/managers and 120 staff/workmen each 
from the remaining three organizations. 
In identifying these willing respondents care was taken to cover all disciplines, viz, civil, 
electrical, mechanical, thermal, instrumentation, design, human resource/administration, 
fmance and accounts, materials, security, medical, commercial in respect of executives 
and managers. As regards stafFworkmen, technicians of various categories/grades, 
skilled/unskilled workmen and administrative/accounts staff were included. Employees 
of various departments are the internal customers of human resource management 
function. Therefore representation from different departments/functions in these 
organizations was found necessary and complied with accordingly. 
It was also ensured that the respondents were included from corporate/board 
administrative office as well as from one or more power station(s) under the control of 
each of these generating organizations. From NTPC, besides covering its corporate 
office, employees from Dadri Thermal Power Station and Ramagundam Thermal Power 
Station were included. As regards APGENCO, the corporate office as well was 
Vijayawada Thermal Power Station had been represented. Regarding TNEB, the 
respondents considered were from Board's administrative office, Ennore Thermal Power 
Station and North Chennai Power Station. As far as KPCL was concerned, apart from its 
corporate office, power stations like Nagjhari Hydro Power Station, Supa Hydro Power 
Station, Sharavathy Hydro Power Station, Raichur Thermal Power Plant and Bellary 
Thermal Power Station were covered. It may be noted here that in most cases power 
stations are located at places far away from the corporate or administrative office. The 
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employees who expressed willingness were only covered in the survey. The support of 
senior/top management which included human resource as well as technical functionaries 
of these power generating organizations was obtained for conducting the study. 
Method of Data Collection 
The research intends to focus only on certain functions of human resource management, 
namely, manpower planning, manpower acquisition, training and development, career 
growth, compensation, employee relation and motivation. Data relating to various 
elements of these functions had to be obtained for the study. Keeping that requirement in 
view, a questionnaire was developed. StafCworkmen would not have access to 
information on certain aspects/areas of management. Questions relating to those 
aspects/areas were not addressed to them; instead they were reserved only for 
executives/managers. Similarly, a few questions of staff/workmen were not posed to 
executives/managers in view of nature of such questions. Other questions were same for 
both categories. For convenience, separate questionnaires were prepared for 
executives/managers and staffi'workmen. Against each question, 5 choices were given as 
answers. The answers were "strongly disagree", "disagree", "undecided", "agree" and 
"strongly agree". The corresponding score value was fixed at 1, 2, 3, 4 and 5. The 
respondents were required to mark one of the five choices as their answer. Using the 
questionnaire so developed a pilot study was conducted. The response received for the 
pilot study was statistically analysed for reliability. 
It was found that the alpha value was 0.9090 which led to the conclusion that the 
questionnaire was highly reliable. 
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The three generating companies, namely, NTPC, APGENCO and KPCL together with 
the staff looking after generation in TNEB have a total work force of 35,000 employees. 
At a confidence level of 99%, with the confidence interval of 5, the Research Info.com 
indicated that sample size will be 653. The Rao Soft.com provided the sample size as 
645 for the population of 35,000 employees at a confidence level of 99% and margin 
error at 1%. Considering non-responsiveness, the sample size was rounded off to 700. 
Thereafter the questionnaire was administered on 700 respondents identified. It was done 
with the assistance of qualified personnel drafted by the organizations. The respondents 
were not required to write their names or sign the questionnaire and were not aware of the 
identity of the researcher. That was to ensure fi'ank and unbiased response. 
As against 700 respondents covered, response firom 524 respondents were received. On a 
scrutiny, it was found that 20 responses were either incomplete or not properly answered 
and hence rejected. The remaining 504 responses were used for further statistical 
analysis. 
Secondary information from government organizations like. Central Electricity Authority 
(CEA), Central Board of Irrigation and Power (CHIP), Ministry of Power, Government of 
India, Professional/Trade Journals and websites was obtained to supplement the primary 
data. Discussions with senior fiinctionaries of power generating organizations were held 
and other required information/data obtained. 
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Tools for Analysis 
The data collected was analysed using Statistical Package for Social Sciences (SPSS). 
Some of the tools used were: Analysis of Variance (ANOVA), Coefficient of Correlation, 
't' test and Arithmetic Mean. To illustrate data diagrams, charts and graphs were also 
used. 
Limitations of the Study 
The utility of the research has limitations. Generating companies in most cases are under 
the control of government. Several policies of government impact on these companies 
having far reaching implications for HR functions. There are variations among the 
policies of different governments. Regional differences too have their own implications. 
In making comparisons, these limitations act as hurdles. 
Only four organizations have been covered under this study. Based on judgement, 
considering their performance they have been selected. There are other power generating 
organizations that have won awards but are not covered under this study. It is quite 
possible that they may have practices better than the organizations now studied. The four 
organizations studied have vast geographical jurisdiction. Several power plants are 
owned by them. Only a few power stations have been covered through a sample of 
employees. Uncovered regions may have practices of significance. This study is also 
limited by the knowledge and skills of the researcher particularly in the statistical area. 
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Chapter 4 
Organizations' Profile 
National Thermal Power Corporation Limited (NTPC) 
The National Thermal Power Company, now known as NTPC was established in 1975 to 
ensure accelerated power development in the country. At that time, the State utilities 
engaged in power generation were constituted as monolithic Boards under the Electricity 
Supply Act, 1948. These were integrated entities and had to focus on generation, 
transmission and distribution activities. The Government of India felt the need to set up a 
Central Government Company exclusively for speedy implementation of thermal power 
plants in the country and hence, the birth of NTPC. 
Today, the NTPC has grown into a giant corporation with an installed capacity of 29,394 
MW. It has 15 coal based power stations with a total capacity of 23,395 MW, 7 gas 
based power stations with a capacity of 3,955 MW and 4 power stations in joint ventures 
with a capacity of 1,794 MW. It has power generating facilities in all major regions of 
India and contributes more than one fourth of India's total generation capacity. As 
against all India generation capacity of 1.43 lakhs MW, the share of NTPC is 19.1%. 
However, in terms of generation, it contributes 28.5% of the total generation in the 
country. It is the fourth largest power generating company in Asia. 
NTPC has diversified into hydro power, coal mining, power equipment manufacturing, 
oil & gas exploration, power trading and distribution. It plans to become a 75,000 MW 
company by 2017. 
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NTPC has a vision of being the world class integrated power major powering India's 
growth with increasing global presence. Its mission is to develop and provide reliable 
power related products and services at competitive prices, integrating multiple energy 
resources with innovative and eco-friendly technologies and contribution to the society. 
It has also been recognized as one of the public sector jewels and named as a 
"Navarathna". It has become a listed company with 10.5% of its equity shares held by 
institutional investors and public. Government is holding 89.5% of its share capital. It 
has consistently bagged several awards for its performance from Central Electricity 
Authority and other oganizations. 
Organisational excellence can only be achieved through the quality of human resources. 
The 23,500 employees of NTPC are at the core of the success of NTPC. Systematic 
recruitment of professionals in all engineering fields, science, management and HR 
disciplines has helped to mould a reservoir of quality professionals in all areas of the 
Company's activities. It has also set up 15 project training centers and 2 simulator 
training centers and an apex institute to provide opportunities for training and 
development. It has also tied up with reputed organizations like IIT, New Delhi, BITS, 
Pilani and MDI etc., for long term education. NTPC has been ranked No.l "Best work 
place for large organizations" in 2008 by Great Places to Work in Collaboration with the 
Economic Times. 
Andhra Pradesh Power Generating Company (APGENCO) 
The state of Andhra Pradesh is one of the largest and more progressive states in the 
country. The state was one among the first to embrace the power sector reforms in the 
country. As part of the reforms process, the monolithic Andhra Pradesh State Electricity 
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Board formed under the State Electricity Supply Act, 1948 was corporatised and two 
Companies formed viz., APGENCO and APTRANSCO to focus exclusively on 
generation and transmission & distribution respectively. Subsequently, the transmission 
company was further carved into distribution companies. 
The APGENCO came to be established on 28.12.1998 and commenced operation from 
01.02.1999. All the generating stations owned by erstwhile APSEB were transferred to 
the control of APGENCO. 
Today, the installed capacity of APGENCO as on 01.09.2008 is 7048.9 MW. consisting 
of thermal 3382.50 megawatt, hydel 3664.40 megawatt and wind 2 megawatt. 
The Company contributes about half of the total energy requirement of Andhra Pradesh. 
It is the 3'^ *' largest power generating utility in the country next to NTPC and Maharashtra. 
Its hydel capacity of 3664.4 MW makes it the second highest in the country. APGENCO 
has an equity base of Rs.2117 crores and asset base of Rs. 17,344 crores. It has an 
employee strength of 10,899. 
APGENCO has an excellent track record of operating its thermal plants at the highest 
levels of efficiency. The availability of PLF of its plants has been well above the national 
average during the past decade. They have been consistently winning the gold and silver 
medals for Meritorious Productivity Award of the CEA. One unit of 210 MW 
established a National Record of continuous service for 441 days from 14.12.2004 to 
28.02.2006. It has also commissioned a unique complete Underground power house viz., 
Srisailam Left Bank Power House. 
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Some of the other landmarks achieved are: 
AMRP Lift Irrigation scheme, completed well ahead of stipulated time and below the 
budget with the pumping station of 18 megawatt, is the first one in India where water is 
lifted to a height of 100 meters. 
Srisailam complex is the largest hydro power station with installed capacity of 1670 NfW 
in the country. 
Since 1994-95, VTPS and RTPP are occupying top two positions in terms of PLF 
rankings, except in the year 1999-00 in which RTPP stood second. VTPS stood FIRST 
in the country during 1994-95, 1995-96,1996-97, 1997-98 and 2001-02 and RTPP stood 
first in the country during 1998-99,2000-01,2002-03 and 2003-04. 
VTPS has been receiving Meritorious Productivity Award for. last twenty consecutive 
years and bagged Gold Medal 9 times in a row since 1994-95. 
RTPP has been receiving Meritorious Productivity Award for last twenty consecutive 
years and bagged Gold Medal five years in a row since 1998-99. 
KTPS V Stage has been receiving Meritorious Productivity Award for last four 
consecutive years and bagged Gold Medal four times in a row since 1999-00. 
APGENCO has taken a number of initiatives to protect the environment by way of 
controlling emissions and effluents, use of re- circulated water, utilization of dry fly ash 
and going in for ISO 14001 certification. It is also involved in a number of social and 
community initiatives in the areas surrounding the plant. It has around 6653 MW of 
project under progress at an approximate cost of Rs.25,822 crores. It is therefore poised 
to become one of the leading power generation utilities of the country. 
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Tamil Nadu Electricity Board (TNEB) 
The Tamil Nadu Electricity Board (TNEB) was formed under the Electricity Supply Act 
1948. Though Electricity Sector has been brought under the reforms progressively from 
1991, culminating in the enactment of the Electricity Act 2003 which provides for 
disaggregation of generation, transmission and distribution activities, TNEB continues to 
be an integrated utility in the State of Tamil Nadu. TNEB is one of the major power 
producers in the country with a generation capacity of 5597 MW as on 31.10.2008 
consisting of thermal 2970 megawatt, gas turbine 424 megawatt, hydro 2184 megawatt 
and wind 19 megawatt. The power stations under TNEB produce about 27000 million 
unit of energy per annum at a cost of about Rs.3,400 crore. 
Generation activity is given due importance in the organization structure with a full time 
member (generation) at the Board level. The entire human resources development and 
other aspects relating to employees are under the control of the Chairman of the Board. 
The total employees' strength of TNEB is 72,723 which includes 8,300 looking after 
generation. TNEB has about 15 training and development institutes/centres in which 
about 20,000 persons are trained annually at a cost of about Rs.1.53 crore. 
The Tuticorin Thermal Power Station (TTPS) and Mettur TPS MTPS and North Chennai 
(NCTPS) which have a capacity of 1050 MW, 840 MW and 630 MW respectively have 
achieved Plant Load Factor of over 80% consistently during the period 2001-02 to 2006-
MTPS touched a high PLF of 92.59% during 2006-07 while TTPS achieved 89.07% 
during 2002-03 and NCTPS 88.87% during 2006-07. Coal for these plants have to 
hauled over a long distance from the Mahanadi Coalfields in Orissa by rail-sea/rail-sea-
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rail. It has been receiving awards from Central Electricity Authority for good 
performance. 
TNEB has been a trend setter in fostering power generation projects in the private sector 
in wind, biomass, co- generation and other sources. Recently they have proposed to 
execute a 1000 MW thermal power project in North Chennai in Joint venture between 
NTPC and TNEB. Similarly, they have also signed a MoU with M/s BHEL for 
establishing 2 x 800 MW thermal power station at Udangudi in Tuticorin in Joint venture. 
They have also encouraged the establishment of coastal thermal power plant under 
Merchant Power Plant group. Letters of facilitation have been issued to 10 firms for 
establishing projects for a total capacity of 17140 MW. 
TNEB has established a strong generation base over the years and has earned a reputation 
for being an efficient operator of thermal power plants as well as hydro plants in the 
country. Despite constraints, it has consistently performed well and is reckoned as one 
the model utilities in the country. 
Karnataka Power Corporation Limited (KPCL) 
The state of Karnataka has been a pioneer in the field of electricity in the country. The 
first hydel power plant was set up in 1880s near Gokak in Belgaum District. 
Subsequently, the first megawatt sized hydro electric power plant was set up at 
Shivanasamudram in 1902. At that time, power from the station was taken to KGF 
through a transmission line covering 147 kilometer. This line was the longest 
transmission line in the world. Since then, under the vision of Sir. M.Visweswaraiah, the 
princely state of Mysore continued to develop a number of hydel projects on rivers 
Cauvery, Sharavathy and Tungabhadra. The Power projects were executed by the 
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Electricity Department under an organization called Hydro Electric Construction Projects 
(HECP). 
In 1970, the State of Kamataka then known as Mysore took a historic step in creating a 
corporate entity to establish, own, operate and manage power projects in the State of 
Kamataka. The Mysore Power corporation was the first power generation utility to be 
established under Companies Act exclusively for generation at a time when all the States 
had monolithic State Electricity Boards constituted under the Electricity Supply Act 
1948. 
Following the model of Kamataka, the Govt, of India itself established the National 
Thermal Power Corporation Limited and National Hydro Power Corporation Limited to 
take up projects through specialist corporate bodies under the Companies Act. 
It can be seen that the State of Kamataka and the KPCL have been pace setters and bench 
markers in terms of the concept itself in the power sector. The KPCL is today a 
diversified specialist power generation utility with hydel, thermal, diesel generating 
stations and wind farms. It has the unique record of implementing projects from concept 
to commissioning. It has a total generating capacity of 5739.82 megawatt consisting 
thermal 1470 megawatt, hydel 3637.35 megawatt and wind 4.55 megawatt, diesel 
generating plant 127.92 megawatt 
KPCL has made several outstanding contributions in the field of power generation which 
are: 
Establishment of Underground Power House at Varahi of 230 MW which has now been 
expended to 460 MW. 
Establishment of first coal based power station in the State in 1980 at RTFS. 
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Establishment of first 500 MW unit in the State at BTPS. 
Record completion of Units V and VI at RTFS in 28 and 33 months - a national 
benchmark. 
Record implementation of unit VIII of 210 MW at RTFS in 25 months and achieving 
coal fire from day one - a national bench mark. 
Commissioning of the first unit of Almatti Dam Power House in 26 months - a national 
bench mark. 
Completion of ADPH at a cost of Rs.550 crore as against Rs.l470 crore indicated by a 
private developer to whom the project was earlier awarded. 
Achieving ISO certification for environmental management at RTFS. 
Unique arrangement for evacuation of ash at RTFS and BTFS. 
First utility to go in for tariffbased bidding. 
KPCL has bagged a number of meritorious awards from the Central Electricity Authority 
over the years consistently for various facets of project development and management. It 
included highest generation, savings in oil consumption and project implementation. 
KPCL is widely regarded for its good employee centric measures both while in service 
and post retirement. It has a sound career development Plan for motivating the 
employees. It also sends the employees abroad regularly for updating knowledge and 
absorption of technology. It organizes training programmes covering technical and non-
technical areas round the year. It has special scheme for sending its workmen for long 
term courses like ITI, Diploma in Engineering and custom made multi-skilling courses 
with the entire cost being met by the company. On successful completion, they are 
elevated to relevant higher positions. It has 6532 employees of whom 2370 are officers 
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consisting of engineers and other professionals and 3823 workmen. The company has an 
ambitious expansion plan to add around 5000 megawatt in next five years. 
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Chapter 5 
Respondents* Profile 
This research was conducted in four generating organizations, namely, National Thermal 
Power Corporation Limited (NTPC), Andhra Pradesh Power Generating Company 
(APGENCO), Tamil Nadu Electricity Board (TNEB) and Kamataka Power Corporation 
Limited (KPCL). From NTPC, 220 respondents and from APGENCO, TNEB and 
KPCL, 160 respondents each were identified. It included 60 Executives/Managers and 
160 Staff/Workmen from NTPC; and 40 Executives/Managers and 120 Staff/Workmen 
from each of the other three organizations. Thus the total respondents considered for this 
study was 700. Accordingly, the questionnaire was administered on them. Of this, 
response from 524 was received. It was found that response from 20 respondents was 
either incomplete or not correct. Therefore, they were rejected. The responses of 504 
respondents were therefore finally considered. 
In the following discussions of respondents' profile, these 504 respondents will be 
referred to. 
Table 5.1: Table showing the number of questionnaires administered and responses 
received from the respondents from four organizations 
ORGANIZATION 
NTPC 
APGENCO 
TNEB 
KPCL 
Manager/Executives 
Administered 
60 
40 
40 
40 
Response 
39 
22 
25 
32 
Staff/Workmen 
Administered 
160 
120 
120 
120 
Response 
94 
70 
114 
108 
104 
NTPC APGENCO TNEB KPCL 
• Questionnaire-Manager 
D Questionnaire-Workmen 
• Response-Manager 
D Response-Workmen 
Figure 5.1: Bar graph showing the number of questionnaires administered and responses 
received from the respondents from four organizations 
In NTPC Limited, 220 respondents identified and questionnaires administered. The 
respondents consisted of 60 managers/executives and 160 staf£^workmen. In the 
remaining organizations, namely, APGENCO, TNEB and KPCL 160 respondents each 
were identified and questionnaires administered. The respondents in each of these three 
organizations consisted of 40 executives/managers and 120 stafD'workmen. From 
National Thermal Power Corporation Limited, 39 executives/managers and 94 
stafB'workmen responded. This represents 60.45 per cent response. The response from 
Andhra Pradesh Power Generating Company was 22 executives/managers and 70 
stafB'workmen representing 57.5%. Tamil Nadu Electricity Board's response was 25 
executives/managers and 114 staf?7workmen which represents 86.88 per cent of the 
respondents identified. For similar number of respondents identified under two 
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categories, 32 executives/managers and 108 staff/workmen had responded from 
Kamataka Power Corporation Limited representing 87.5 per cent of the respondents 
identified. The overall response works out to 72 per cent. 
Table 5.2: Table showing distribution of respondents among corporate offices and 
power stations from four organizations 
ORGANIZATION 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
CORPORATE 
OFFICE 
28 
43 
27 
40 
138 
POWER STATION 
105 
49 
112 
100 
366 
TOTAL 
133 
92 
139 
140 
504 
120.00% 1 
lUl;.Ul/7o • 
OU.UUTO " 
OU.UI70 
40.UU% " 
ZU.Wvo ^ 
U.UUTO " 
78.95% 
21.05% 
53.26% 
46.74% 
80.58% 
19.42% 
71.43% 
28.57% 
NTPC APGENCX) TNEB KPCL 
1 DOCmPORATE OFFICE D POWER STATION 
Figure 5.2: Bar graph showing distribution of respondents among corporate offices and 
power stations from four organizations 
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The respondents are from corporate office as well as from power plants. From each 
organization, the survey has covered employees from one or more power stations besides 
the corporate office. From NTPC, 21.05 per cent of the respondents are from the 
corporate office and the remaining 78.95 per cent are from two power stations, namely, 
Dadri and Ramagundam. In so far APGENCO is concerned, 46.74 per cent is from 
corporate office while 53.26 per cent is from Vijayawada Thermal Power Station. In 
regard to TNEB, 19.42 per cent is from board's administrative office and the rest, 80.58 
per cent is from Ennore and North Chennai Power Stations. From KPCL, 28.57 per cent 
is fix)m corporate office and the remaining 71.43 per cent is from Bellary, Raichur, Kali 
and Sharavathi power projects. Thus the survey has covered different regions 
Table 5.3: Table showing the representation of male and female respondents 
ORGANIZATIONS 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
MALE 
123 
79 
122 
119 
443 
FEMALE 
10 
13 
17 
21 
61 
MALE -443, FEMALE-
FEMALE 
12% 
Figure 5.3: Pie graph showing percentage representation of male and female 
respondents 
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From National Thermal Power Corporation Limited, 123 male and 10 female have 
responded. In respect of Andhra Pradesh Power Generating Company, 79 are the male 
respondents and 13 are the female respondents. Tamil Nadu Electricity Board's 
respondents include 122 male and 17 female. As far as Kamataka Power Corporation 
Limited is concerned, the male respondents are 119 and the female respondents are 21. 
In terms of percentage, this consists of 88 per cent of male respondents and 12 per cent of 
female respondents. It is relevant to note here that representation of women among the 
employees in power industry is on the lower side in view of the arduous nature of work 
involved and the geographical conditions in which power plants particularly the hydro 
electric power plants operate. 
Table 5.4 : Table showing classification of respondents organization-wise and afte-wise 
ORGANIZATION 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
18-24 
0 
1 
4 
1 
6 
25-34 
15 
28 
41 
14 
98 
25-34 
44 
35 
70 
21 
170 
45-54 
64 
24 
20 
72 
180 
OVER 54 
10 
4 
4 
32 
50 
TOTAL 
133 
92 
139 
140 
504 
108 
25-34 25-34 45-54 
INTPC lAPGENCO DTNEB 
OVER 54 
DKPCL 
Figure 5.4: Bar graph showing classification of respondents organization-wise, age-wise 
In a study of this icind, capturing the responses of different age groups is useful. The age 
structure portrayed in the above table will indicate that the respondents are from different 
age groups. A majority of them are between 25 and 55 years of age who are expected to 
provide mature response. 
Table 5.5 : Table showing classification of respondents organization-wise and 
experience-wise 
ORGANIZATION 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
O -SYrs 
15 
16 
16 
6 
53 
6-lOYrs 
9 
21 
14 
14 
58 
Above 
lOYrs 
109 
55 
109 
120 
393 
TOTAL 
133 
92 
139 
140 
504 
109 
O -5Yrs 6-lOYrs Above 
lOYrs 
INTPC lAPGENCO DTNfEB DKPCL 
Figure 5,5: Bar graph showing classification of respondents organization-wise, 
experience-wise 
It may be seen that largest number of respondents (393) has put in more than 10 years of 
service representing 78 per cent. 58 respondents have put in 6-10 years of service and 
the remaining 53 employees have put in less than 5 years of service. It is expected that 
with such long years of experience the respondents have been able to provide reliable 
responses as they would have developed the ability to grasp and understand various 
issues involved in the power sector and particularly on matters directly affecting them. 
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Table 5.6 : Table showing classification of respondents organization-wise ami level-wise 
ORGANIZATION 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
LEVEL 
SENIOR 
2 
3 
8 
15 
28 
MIDDLE 
24 
14 
12 
12 
62 
JUNIOR 
13 
5 
5 
5 
28 
TOTAL 
39 
22 
25 
32 
118 
RANK: SENIOR MIDDLE JLfNIOR 
I NTPC I APGENCO DTNEB DKPCL 
Figure 5.6: Bar graph showing classification of respondents organization-wise, level-
wise 
In the table, the executives/managers are grouped into three levels, namely, senior, 
middle and junior. From all the three levels, we have respondents. There are 28 senior 
level executives/managers, 62 middle level executives and manages eind 28 junior level 
executives/managers. 
The workers are not grouped into levels for the reason that different organizations have 
different kinds of job titles and it is difficult to make a comparison. However, the survey 
has covered technicians of various trades, staff from different disciplines and semi-skilled 
and unskilled workmen. It is therefore representative of various categories of employees 
in these four power generating organizations. 
Table 5.7: Table showine classification of respondents organization-wise, qualification-
wise 
ORGANIZATION 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
Under Graduate 
42 
43 
103 
62 
250 
Graduate 
62 
30 
25 
59 
176 
Post Graduate 
29 
19 
11 
19 
78 
TOTAL 
133 
92 
139 
140 
504 
Figure 5.7: Bar graph showine classification of respondents organization-wise, 
qualification-wise 
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It is seen that there are 78 post-graduates, 176 graduates and 250 under-graduates in this 
group of 504 respondents. The strength of undergraduate is equal to graduate plus post-
graduate. This is expected to generate a balanced response for the research. 
Table 5.8 : Table showing classification of respondents organization-wise, discipline -
wise 
DISCIPLINES 
CIVIL 
ELEC 
MECH 
INSTRUMENTATION 
HR & ADMN 
FINANCE 
SECURITY, STORES, MEDICAL 
TOTAL 
RESPONDENTS 
28 
117 
138 
20 
85 
37 
79 
504 
TECHNICAL 
DISCIPLINE 
HR & ADMN FINANCE MEDICAL, SECU 
ETC 
Figure 5.8: Bar graph showing classification of respondents organization-wise, 
discipline-wise 
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In power sector management, the services of different disciplines of engineering, namely, 
civil, electrical mechanical, instrumentation and functional specialists like human 
resource, finance, geology, medical, secretarial, public relations are required in so far as 
managers and executives are concerned. As regards workmen, technicians of various 
trade, administrative and accounts staff, security, teaching and paramedical, operative 
crews, skilled and unskilled personnel are required. The survey has covered different 
categories of employees. The table indicates that employees of various disciplines and 
trades are represented in the sample. 
From the review of the profile of respondents it may be seen that various categories, 
levels and disciplines of employees are represented in the research. They are also having 
considerable experience in the power sector. The distribution of age profile also confirms 
that they are quite senior. There is representation for women. They are from the 
corporate offices as well as power stations. Therefore it can be concluded that all 
categories of employees in power generating organizations are represented in this survey. 
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Chapter 6 
Preliminary Analysis 
From four power generating organizations, 700 respondents were identified and they 
were requested to furnish their response. The questionnaire was separate for 
executives/managers and stafE^woricmen. Response from 524 respondents was received. 
Twenty responses were found to be incomplete or not proper and hence rejected. Thus 
the final tally of respondents was 504. All subsequent analysis is made with reference to 
these 504 respondents only. 
In the preliminary stage, a brief analysis of the response to each question is made. From 
this it may be seen that various elements of human resource management functions under 
study are in practice in the four power generating organizations in terms of the perception 
of the respondents. 
Question 1: Manpower planning is an important process in your organization 
Table 6.1: Table showing the responses of 118 executives/managers of four generatins 
organizations with reference to question 1 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
3 
20 
13 
39 
SAV 
APGENCO 
E/M 
11 
11 
22 
SAV 
TNEB 
E/M 
23 
2 
25 
S/W 
KPCL 
E/M 
23 
9 
32 
S/W 
TOT 
AL 
1 
2 
3 
77 
35 
118 
%age 
0.85% 
1.69% 
2.54% 
65.25% 
29.66% 
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ISDA IDA DUD n Agree ISA 
Figure 6.1: Pie graph showing the percentage of responses of 118 executives/managers 
of four generating organizations with reference to question 1 
This is an exclusive question for executives/managers. It is seen that from each 
organization, a majority of respondents have expressed 'agree' or 'strongly agree'. As 
high as 95 per cent of respondents have confirmed that manpower plaiming is an 
important process. 
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Question 2: In manpower planning, industry comparison (best practice) is made 
Table 6.2: Table showing the responses of 118 executives/managers of four generatins 
organizations with reference to question 2 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
6 
7 
17 
8 
39 
SAV 
APGENCO 
E/M 
1 
3 
15 
3 
22 
SAV 
TNEB 
E/M 
2 
22 
1 
25 
S/W 
KPCL 
E/M 
3 
3 
23 
3 
32 
S/W TOTAL 
1 
10 
15 
77 
15 
118 
%age 
0.85% 
8.47% 
12.71% 
65.25% 
12.71% 
0.85% 
12.71% 
65.25% 
8.47% 
12.71% 
nSDA IDA DUD D Agree ISA 
Figure 6.2: Pie graph showing the percentage of responses of 118 executives/manaeers 
of four generating organizations with reference to question 2 
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This is another exclusive question for executives/managers. It is seen that a majority of 
executives/managers have rated 'agree' or 'strongly agree'. 77.96 per cent has stated that 
such industry comparison is made. However, 12.71 per cent has remained undecided and 
9.32 per cent has answered in the negative. 
Question 3: In manpower planning, comparison (best practice) with power industry 
abroad is made 
Table 6.3: Table showing the responses of 118 executives/managers of four seneratins 
organizations with reference to question 3 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
10 
8 
16 
5 
39 
SAV 
APGENCO 
E/M 
2 
6 
5 
7 
2 
22 
SAV 
TNEB 
E/M 
5 
5 
14 
1 
25 
S/W 
KPCL 
E/M 
17 
6 
9 
32 
S/W 
TOT 
AL 
2 
38 
24 
46 
8 
118 
%age 
1.69% 
32.20% 
20.34% 
38.98% 
6.78% 
1.69% 
6.78% 
38.98% 
32.20% 
20.34% 
ISDA IDA DUD DAgree gSA 
Figure 6.3: Pie graph showing the percentage of responses of 118 executives/managers 
of four generating organizations with reference to question 3 
This is an exclusive question for executives/managers. While around half the number of 
managers has stated that they either agree or strongly agree with the question, a 
substantial number has expressed disagreement. Of them, managers of NTPC and KPCL 
have stated that they disagree. About 20.30 per cent has also said undecided and 
therefore it appears that such international comparison is not being made. 
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Question 4: Manpower planning is made in consultation with all departments in the 
organization 
Table 6.4: Table showins the responses of 118 executives/managers of four generating 
organizations with reference to question 4 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
3 
7 
22 
6 
39 
SAV 
APGENCO 
E/M 
2 
3 
15 
2 
22 
SAV 
TNEB 
E/M 
3 
21 
1 
25 
S/W 
KPCL 
E/M 
7 
1 
22 
2 
32 
S/W 
TOT 
AL 
1 
15 
11 
80 
11 
118 
%age 
0.85% 
12.71% 
932% 
67.80% 
9.32% 
67.80% 
0.85% 
9.32% 12.71% 
9.32% 
a SDA IDA DUD DAgree SSA 
Figure 6.4: Pie graph showing the percentage of responses of 118 executives/managers 
of four generating organizations with reference to question 4 
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This is another question which has been posed only to managers. Around 77 per cent has 
expressed "agree" or "strongly agree" endorsing that manpower planning is made in 
consultation with all the departments in the organization. This tendency is seen across all 
the four organization. While 13.56 per cent has disagreed, 9.32 per cent has remained 
neutral. 
Question 5: Workload (job content) is assessed based on scientific methods 
Table 6.5: Table showing the responses of 118 executives/managers of four generating 
organizations with reference to question 5 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
2 
5 
8 
21 
3 
39 
S/W 
APGENCO 
E/M 
4 
3 
12 
3 
22 
SAV 
TNEB 
E/M 
10 
7 
8 
25 
S/W 
KPCL 
E/M 
5 
3 
21 
3 
32 
S/W 
TOT 
AL 
2 
24 
21 
62 
9 
118 
%age 
1.69% 
20J4% 
17.80% 
52.54% 
7.63% 
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1.69% 
7.63% 20.34% 
52.54% 
17.80% 
ISDA IDA DUD DAgree 0SA 
Figure 6.5: Pie graph showim the percentaee of responses of 118 executives/manasers 
of four generating organizations with reference to question 5 
This is a question addressed only to executives and managers. 71 out of 118 either agree 
or strongly agree that the job content is assessed based on scientific method. Managers of 
NTPC, APGENCO and KPCL share this view. However, as many as 10 executives and 
managers from TNEB do not think that work load is assessed based on scientific 
methods. In terms of the percentage score value around 60 per cent is positive about the 
scientific assessment whereas around 22 per cent feels otherwise and about 18 per cent 
has no specific view. 
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Question 6: Qualiflcation and skill sets of employees are clearly defined 
Table 6.6: Table showing the responses of 118 executives/managers of four generating 
organizations with reference to question 6 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
I 
2 
3 
4 
5 
NTPC 
E/M 
I 
1 
5 
26 
6 
39 
SAV 
APGENCO 
E/M 
I 
19 
2 
22 
SAV 
TNEB 
E/M 
5 
2 
15 
3 
25 
S/W 
KPCL 
E/M 
2 
2 
26 
2 
32 
S/W TOT AL 
2 
8 
9 
86 
13 
118 
%age 
1.69% 
6.78% 
7.63% 
72.88% 
11.02% 
1.69% 
1.02% 
6.78% 
7.63% 
72.88% 
0SDA IDA DUD DAgree ^SA 
Figure 6.6: Pie sraph showing the responses of 118 executives/managers of four 
generating organizations with reference to question 6 
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In response to this exclusive question addressed to executives/managers a vast majority 
of managers/executives across all the four power generating organizations does agree that 
the qualification and skill sets required for employees are clearly defined. Around 84 per 
cent belongs to this category while about 8.47 per cent thinks that these are not well 
defined. 
Question 7: StafT is adequate 
Table 6.7: Table showing the responses of 504 employees of four generating 
orsanizations with reference to question 7 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
11 
3 
18 
7 
39 
SAV 
2 
6 
9 
69 
8 
94 
APGENCO 
E/M 
-
6 
6 
10 
-
22 
SAV 
9 
28 
1 
26 
6 
70 
TNEB 
E/M 
3 
13 
-
9 
-
25 
S/W 
18 
43 
4 
48 
1 
114 
KPCL 
E/M 
-
14 
3 
13 
2 
32 
S/W 
2 
20 
8 
76 
2 
108 
TOTAL 
34 
141 
34 
269 
26 
504 
%age 
6.75% 
27.98% 
6.75% 
53.37% 
5.16% 
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6.75% 
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ISDA IDA DUD DAgree gSA 
Figure 6.7: Pie graph showing the responses of 504 employees of four generating 
organizations with reference to question 7 
This question is common for both executives/managers and stafFworkmen. It is seen that 
a majority of respondents both from executives/managers category as well as from 
stafCworkmen category in all the four power generating organizations have expressed 
'agree' or 'strongly agree'. However, a considerable portion of respondents both from 
executives/managers and staff/workmen have expressed either 'disagree' or 'strongly 
disagree'. Only about 58 per cent agrees, about 7 per cent has no specific opinion and 
the rest, over 34 per cent disagrees 
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Question 8: StafT is excess 
Table 6.8: Table showing the responses of 504 employees of four generating 
organizations with reference to question 8 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
4 
23 
7 
5 
-
39 
SAV 
20 
37 
13 
24 
-
94 
APGENCO 
E/M 
-
14 
8 
-
-
22 
SAV 
19 
40 
6 
5 
-
70 
TNEB 
E/M 
7 
15 
-
3 
-
25 
S/W 
23 
66 
5 
18 
2 
114 
KPCL 
E/M 
2 
19 
4 
7 
-
32 
S/W 
5 
72 
13 
15 
3 
108 
TOTAL 
80 
286 
56 
77 
5 
504 
%age 
15.87% 
56.75% 
11.11% 
15.28% 
0.99% 
11.11% 
15.28%-
15.87% 
56.75% 
I SDA IDA DUD DAgree ISA 
Figure 6.8: Pie graph showing the responses of 504 employees of four generating 
organizations with reference to question 8 
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On this point, both executives/managers and staff/workmen feel that there is no excess 
staff across all the four power generating organizations. 72.33 per cent of respondents 
either strongly disagree or disagree about the observation that staff is excess. Only a 
small percentage, namely, 16.6 per cent of the respondents confirm that there is excess 
staff. 
In APGENCO the executives/managers do not at all feel that there is excess staff. This 
question is common for both executives/managers and staff/workmen. 
Question 9: There is shortage of stafl" 
Table 6.9: Table showine the responses of 504 employees of four ^eneratine 
organizations with reference to question 9 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
2 
16 
7 
11 
3 
39 
SAV 
3 
27 
16 
31 
17 
94 
APGENCO 
E/M 
-
2 
8 
12 
-
22 
SAV 
4 
17 
9 
34 
6 
70 
TNEB 
E/M 
-
5 
-
13 
7 
25 
S/W 
4 
18 
9 
44 
39 
114 
KPCL 
E/M 
-
10 
3 
17 
2 
32 
S/W 
2 
52 
18 
33 
3 
108 
TOT 
AL 
15 
147 
70 
195 
77 
504 
%age 
2.98% 
29.17% 
13.89% 
38.69% 
15.28% 
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Figure 6.9: Pie graph showins the responses of 504 employees of four seneratins 
orsanizatiorts with reference to question 9 
As regards shortage of staff, the opinion is divided. 53.97 per cent of the respondents 
endorse that there is shortage of staff in their organizations. At the same time a sizeable 
portion of respondents holds the view that there is no shortage of staff, they constitute 
around 32 per cent. 
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Question 10: Employees with right skills are available 
Table 6.10: Table showing the responses of 504 employees of four generating 
orsanizations with reference to question 10 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
2 
27 
7 
39 
SAV 
4 
6 
5 
66 
13 
94 
APGENCO 
E/M 
-
1 
2 
18 
1 
22 
SAV 
4 
8 
5 
49 
4 
70 
TNEB 
E/M 
-
6 
5 
14 
-
25 
S/W 
-
25 
6 
82 
1 
114 
KPCL 
E/M 
-
3 
2 
26 
1 
32 
S/W 
1 
11 
7 
87 
2 
108 
TOT 
AL 
10 
62 
34 
369 
29 
504 
%age 
1.98% 
12.30% 
6.75% 
73.21% 
5.75% 
1.98% 
5.75% ! 
12.30% 
6.75% 
73.21% 
I SDA IDA DUD DAgree ISA 
Figure 6.10: Pie graph showing the responses of 504 employees of four generatirte 
organizations with reference to question 10 
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"Yes, employees with right skills are available" endorses 79 per cent of the res|X)ndents. 
This is true in all the four power generating organizations. Both executives/managers and 
staff/workmen hold this view. Only a small percentage of respondents consider that 
employees with right skills are not available in their organizations. 
Question 11: Employees are deployed on right jobs 
Table 6.11: Table showins the responses of 504 employees of four generating 
organizations with reference to question 11 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
4 
6 
26 
3 
39 
SAV 
-
13 
4 
63 
14 
94 
APGENCO 
E/M 
-
5 
5 
12 
-
22 
SAV 
6 
10 
2 
50 
2 
70 
TNEB 
E/M 
-
6 
5 
14 
-
25 
S/W 
1 
25 
23 
64 
1 
114 
KPCL 
E/M 
-
4 
3 
24 
1 
32 
S/W 
2 
14 
9 
82 
1 
108 
TOTAL 
9 
81 
57 
335 
22 
504 
%age 
1.79% 
16.07% 
11.31% 
66.47% 
437% 
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1.79% 
16.07% 
11.31% 
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Figure 6.11: Pie graph showing the responses of 504 employees of four generating 
organizations with reference to question 11 
As regards right persons on right job, there is an agreement that such deployment is 
prevalent in all these four power generating organizations. Both executives/managers 
and staffi'workmen agree on this. Those who agree or strongly agree constitute about 71 
per cent of the respondents. Around 18 per cent however think otherwise. 
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Question 12: Employees are deployed on right jobs 
Table 6.12: Table showing the responses of 504 employees of four generating 
orzanizations with reference to question 12 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
7 
8 
20 
4 
39 
SAV 
1 
8 
18 
61 
6 
94 
APGENCO 
EM 
-
2 
7 
12 
1 
22 
SAV 
1 
14 
7 
43 
5 
70 
TNEB 
E/M 
-
5 
4 
16 
-
25 
SAV 
1 
22 
28 
63 
-
114 
KPCL 
E/M 
-
4 
-
28 
-
32 
S/W 
2 
8 
7 
88 
3 
108 
TOTAL 
5 
70 
79 
331 
19 
504 
%age 
0.99% 
13.89% 
15.67% 
65.67% 
3.77% 
0.99% 
3.77%-. j 
13.89% 
15.67% 
65.67% 
I SDA IDA DUD D Agree OSA 
Figure 6.12: Pie graph showing the responses of 504 employees of four generating 
organizations with reference to question 12 
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Here again a majority of the respondents, namely 69.44 per cent considers that employees 
are positioned in right time as required. It is so in all the four power generating 
organizations. While 15.67 per cent of the respondents are unable to express any firm 
view, 14.88 per cent of the respondents do not think that employees are positioned in 
right time. 
Question 13: Outsourcing as part of manpower planning is in practice 
Table 6.13: Table showing the responses of 118 executives/managers of four generatine 
organizations with reference to question 13 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
6 
6 
19 
7 
39 
SAV 
APGENCO 
E/M 
1 
7 
5 
9 
-
22 
SAV 
TNEB 
E/M 
-
5 
1 
19 
-
25 
S/W 
KPCL 
E/M 
-
3 
3 
24 
2 
32 
S/W 
TOT 
AL 
2 
21 
15 
71 
9 
118 
%age 
1.69% 
17.80% 
12.71% 
60.17% 
7.63% 
1.69% 
17.80% 
-12.71% 
60.17% 
1 BSDA I D A DUD D Agree SSA 
Figure 6.13: Pie graph showim the responses of 118 executives/managers of four 
generating organizations with reference to question 13 
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This question is exclusively addressed to executives/managers. A majority of them 
confirms that outsourcing is in practice. While 60.17 per cent agree with this 
observation, 7.63 per cent of the respondents strongly agree with it. At the same time, 
12.71 per cent of the respondents remain neutral. They are neither able to confirm nor 
deny. Some of the executives/managers however state that outsourcing is not in practice 
as part of manpower planning (19 per cent). 
Question 14: Outsourcing is a good practice 
Table 6.14: Table showing the responses of 504 employees of four generating 
organizations with reference to question 14 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
5 
7 
17 
10 
39 
SAV 
5 
23 
15 
40 
11 
94 
APGENCO 
E/M 
2 
8 
9 
3 
-
22 
SAV 
9 
28 
5 
22 
6 
70 
TNEB 
E/M 
1 
7 
2 
13 
2 
25 
S/W 
4 
40 
7 
44 
19 
114 
KPCL 
E/M 
-
5 
2 
23 
2 
32 
S/W 
10 
40 
15 
41 
2 
108 
TOTAL 
31 
156 
62 
203 
52 
504 
%age 
6.15% 
30.95% 
12.30% 
40.28% 
1032% 
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6.15% 
10.32% 
40.28% 
30.95% 
12.30% 
ISDA IDA DUD OAgree 0SA 
Figure 6.14: Pie graph showing the responses of 504 employees of four generating 
organizations with reference to question 14 
Both executives/managers and stafCworkmen were asked to respond to this question. 
About 50.6 per cent of the respondents endorse that outsourcing is a good system. 12.30 
per cent is unable to convey any view. A strong group of these respondents, that is, as 
much as 37.10 per cent does not agree that outsourcing is a good system. 
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Question 15: Your workload is challenging but not burdensome 
Table 6.15: Table showing the responses of 504 employees of four generating 
organizations with reference to question 15 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
3 
2 
26 
7 
39 
SAV 
2 
5 
7 
72 
8 
94 
APGENCO 
E/M 
-
2 
-
17 
3 
22 
SAV 
1 
10 
6 
48 
5 
70 
TNEB 
E/M 
-
3 
-
21 
1 
25 
S/W 
12 
19 
12 
70 
1 
114 
KPCL 
E/M 
-
2 
-
26 
4 
32 
S/W 
-
11 
4 
87 
6 
108 
TOT 
AL 
16 
55 
31 
367 
35 
504 
%age 
3.17% 
10.91% 
6.15% 
72.82% 
6.94% 
3.17% 
6.94% 
-10.91% 
6.15% 
72.82%-
I SDA IDA DUD DAgree DSA 
Figure 6.15: Pie eraph showing the responses of 504 employees of four generating 
organizations with reference to question 15 
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From every organization, there is an overwhelming response suggesting that the woric 
load in these organizations is challenging but not burdensome. Only around 14 per cent 
of the respondents think that this is an unacceptable description of the work load. 
Question 16: Method of recruitmeot adopted is proper 
Table 6.16: Table showing the responses of 504 employees of four generating 
organizations with reference to question 16 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
1 
2 
21 
14 
39 
SAV 
2 
8 
14 
60 
10 
94 
APGENCO 
E/M 
-
-
1 
21 
-
22 
SAV 
2 
18 
11 
33 
6 
70 
TNEB 
E/M 
-
4 
1 
20 
-
25 
S/W 
-
9 
21 
82 
2 
114 
KPCL 
E/M 
-
2 
5 
21 
4 
32 
S/W 
3 
3 
10 
87 
5 
108 
TOTAL 
8 
45 
65 
345 
41 
504 
%age 
1,59% 
8.93% 
12.90% 
68.45% 
8.13% 
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Figure 6.16: Bar graph showinf! the responses of 504 employees of four generatine 
organizations with reference to question 16 
In regard to the method of recruitment adopted in the respective power generating 
organizations, the respondents in an overwhelming majority, namely, 76.58 per cent of 
them agree that recruitment in their organization is proper. However, 12.90 per cent is 
unable to decide whether the recruitment method is proper or not. A little over 10 per 
cent considers that the recruitment method is not proper. 
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Question 17: External (open market) recruitment is largely resorted to 
Table 6.17: Table showing the responses of 504 employees of four generating 
organizations with reference to question 17 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
13 
6 
13 
6 
39 
SAV 
-
20 
25 
36 
13 
94 
APGENCO 
E/M 
-
4 
7 
11 
-
22 
SAV 
3 
13 
19 
31 
4 
70 
TNEB 
E/M 
-
5 
9 
11 
-
25 
S/W 
-
8 
37 
69 
-
114 
KPCL 
E/M 
-
8 
6 
16 
2 
32 
S/W 
1 
29 
17 
59 
2 
108 
TOTAL 
5 
100 
126 
246 
27 
S04 
%age 
0.99% 
19.84% 
25.00% 
48.81% 
5.36% 
48.81% 
SA m 36% 
0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 
Figure 6.17: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 17 
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Only about 54.17 per cent of the respondents either agree or strongly agree that external 
recruitment is largely resorted to by their power generating organizations. A sizeable 
portion of the respondents, that is, 25 per cent is unable to confirm or deny. Around 21 
per cent of the executives/managers and stafC'workmen consider that external source is 
not largely tapped. 
Question 18: Internal recruitment (from within) is encouraged 
Table 6.18: Table showing the responses of 504 employees of four eeneratim 
organizations with reference to question 18 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
3 
6 
13 
16 
1 
39 
SAV 
6 
16 
15 
48 
9 
94 
APGENCO 
E/M 
-
-
8 
13 
1 
22 
SAV 
2 
17 
9 
37 
5 
70 
TNEB 
E/M 
-
1 
-
22 
2 
25 
S/W 
-
15 
12 
87 
-
114 
KPCL 
E/M 
-
2 
1 
27 
2 
32 
S/W 
-
1 
-
97 
10 
108 
TOTAL 
11 
58 
58 
347 
30 
504 
%age 
2.18% 
11.51% 
11.51% 
68.85% 
5.95% 
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Figure 6.18: Bar graph showing the responses of 504 employees of four seneratins 
organizations with reference to question 18 
In regard to internal recruitment, 74.80 per cent of executives/managers confirm that their 
power generating organizations provide good opportunities for internal candidates. The 
respondents from TNEB and KPCL in particular have strongly endorsed this. While 
around 11.5 per cent remains undecided another 13.5 per cent does not feel that internal 
recruitment is encouraged by their organizations. 
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Question 19: Job vacancies are advertised extensively 
Table 6.19: Table showim the responses of 504 employees of four generating 
orsanizations with reference to question 19 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
2 
3 
21 
13 
39 
SAV 
1 
14 
17 
57 
5 
94 
APGENCO 
E/M 
-
-
3 
19 
-
22 
SAV 
3 
14 
12 
38 
3 
70 
TNEB 
E/M 
1 
5 
3 
16 
-
25 
S/W 
-
9 
29 
76 
-
114 
KPCL 
E/M 
-
7 
5 
18 
2 
32 
S/W 
1 
17 
12 
78 
-
108 
TOTAL 
6 
68 
84 
323 
23 
504 
%age 
1.19% 
13.49% 
16.67% 
64.09% 
4.56% 
UD 
Agree 
SA 
13.49% 
T 16.67% 
64.09% 
e 4.56% 
0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00% 
Figure 6.19: Bar eraph showing the responses of 504 employees of four generatin£ 
orsanizations with reference to question 19 
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The respondents largely agree on this. 68.65 per cent of them either agree or strongly 
agree about the fact that job vacancies are advertised extensively. However, there is still 
16.67 per cent of the respondents who feel that they are unable to take a decisive stand. 
Also, 14.68 per cent of the respondents consider that adequate publicity is not given for 
job vacancies. 
Question 20: Fair opportunity is provided to all el^ible candidates 
Table 6.20: Table showing the responses of 504 employees of four generating 
organizations with reference to question 20 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
2 
23 
11 
39 
SAV 
7 
21 
12 
51 
3 
94 
APGENCO 
E/M 
-
-
1 
21 
-
22 
SAV 
2 
11 
6 
40 
11 
70 
TNEB 
E/M 
-
3 
2 
20 
-
25 
S/W 
4 
25 
11 
73 
1 
114 
KPCL 
E/M 
-
2 
3 
24 
3 
32 
S/W 
-
9 
6 
86 
7 
108 
TOTAL 
14 
73 
43 
338 
36 
504 
%age 
2.78% 
14.48% 
8.53% 
67.06% 
7.14% 
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Figure 6.20: Bar graph showing the responses of 504 employees of four eeneratine 
organizations with reference to question 20 
A significant portion of the respondents confirm that fair opportunity is provided to all 
eligible candidates. They constitute 74.20 per ceiit of the respondents. While about 14 
per cent does not think that fair opportunity is given, 8.S3 per cent of the respondents is 
unable to decide whether fair opportunity is provided or not. 
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Question 21: Proper weightage is given to qualification 
Table 6.21: Table showim the responses of 504 employees of four seneratim 
organizations with reference to question 21 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
3 
5 
23 
7 
39 
SAV 
12 
19 
12 
44 
7 
94 
AFGENCO 
E/M 
-
2 
3 
17 
-
22 
SAV 
3 
16 
2 
38 
11 
70 
TNEB 
E/M 
-
5 
5 
15 
-
25 
S/W 
7 
17 
6 
81 
3 
114 
KPCL 
E/M 
-
5 
1 
24 
2 
32 
S/W 
-
15 
6 
82 
5 
108 
TOT 
AL 
23 
82 
40 
324 
35 
504 
%age 
4.56% 
16.27% 
7.94% 
64.29% 
6.94% 
DA 
UD 
Agree 
SA 
16^7% 
0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00% 
ISA I Agree DUD BDA DSDA 
-r'S«^~' 
^^t«v£^^iaJM^.;i;e5a^fci^,|%;Hln#^lT^ 
Figure 6.21: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 21 
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A considerably large portion of the respondents confirms that proper weightage is given 
to qualification at the time of recruitment. They are around 71.23 per cent of the 
respondents. However, around 16 per cent does not agree that proper weightage is given 
to qualification. 
Question 22: Proper weightage is given to experience wliere required 
Table 6.22: Table showine the responses of 504 employees of four generatinz 
oreanizations with reference to question 22 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
^ r e e 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
5 
26 
5 
39 
SAV 
4 
22 
21 
44 
3 
94 
AFGENCO 
E/M 
-
3 
6 
12 
1 
22 
SAV 
3 
17 
1 
40 
9 
70 
TNEB 
E/M 
-
7 
4 
14 
-
25 
S/W 
7 
14 
9 
81 
3 
114 
KPCL 
E/M 
-
7 
3 
21 
1 
32 
S/W 
2 
26 
7 
69 
4 
108 
TOT 
AL 
17 
98 
56 
307 
26 
504 
%age 
3.37% 
19.44% 
11.11% 
60.91% 
5.16% 
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Figure 6.22: Bar graph showim the responses of 504 employees of four generating 
organizations with reference to question 22 
Though the response is largely favourable, it is not to the significant level as in the case 
of qualification. May be, experience is not given so much weightage as in the case of 
qualification. About 66 per cent have only stated that proper weightage is given to 
experience where required. A considerable portion of respondents, say about 22 per cent 
has stated that such is not the case. Around 11 per cent also cannot confirm either way. 
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Question 23: Selection process (written test, interview, group discussion) is 
subjective 
Table 6.23: Table showing the responses of 504 employees of four generating 
organizations with reference to question 23 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
2 
-
24 
13 
39 
SAV 
1 
8 
12 
68 
5 
94 
APGENCO 
E/M 
-
-
1 
21 
-
22 
SAV 
-
7 
6 
51 
6 
70 
TNEB 
E/M 
1 
7 
6 
9 
2 
25 
S/W 
-
17 
19 
78 
-
114 
KPCL 
E/M 
-
2 
1 
29 
-
32 
S/W 
-
4 
8 
92 
4 
108 
TOTAL 
2 
47 
53 
372 
30 
504 
%age 
0.40% 
9J3% 
10.52% 
73.81% 
5.95% 
DA 
UD 
Agree 
933% 
10J2% 
73.81% 
OJOO% 10UOO% 2 1 X 0 0 % 30 iM% 4000% » J O O % fiOiOOM 7QJOQ% «U0Q% 
Figure 6.23: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 23 
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There is fair amount of objectivity in the selection process. This is evident from the 
response. This is confirmed by 79 per cent of the respondents. Hardly around 10 per 
cent does not see objectivity and hardly another group of 10 per cent is unable to express 
any view. 
Question 24: Your job makes the best use of your abilities 
Table 6.24: Table showing the responses of 504 employees of four generatins 
organizations with reference to question 24 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
6 
3 
23 
7 
39 
SAV 
2 
14 
11 
53 
14 
94 
APGENCO 
E/M 
-
1 
2 
19 
-
22 
SAV 
4 
12 
1 
48 
5 
70 
TNEB 
E/M 
-
1 
-
23 
1 
25 
S/W 
1 
20 
9 
84 
-
114 
KPCL 
EM 
-
3 
-
27 
2 
32 
S/W 
1 
9 
2 
88 
8 
108 
rOTAL 
8 
66 
28 
365 
37 
504 
%age 
1.59% 
13.10% 
5.56% 
72.42% 
734% 
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Figure 6.24: Bar graph showing the responses of 504 employees of four ^eneratins 
organizations with reference to question 24 
Here again, a significant percentage of respondents, that is, 76.76 per cent believe that 
their jobs make the best use of their abilities. However, around 14 per cent does not 
share this view. 
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Question 25: The targets are set fairly 
Table 6.25: Table showing the responses of 504 employees of four generating 
organizations with reference to question 25 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
EM 
-
3 
3 
28 
5 
39 
SAV 
-
7 
18 
61 
8 
94 
APGENCO 
E/M 
-
1 
3 
18 
-
22 
SAV 
2 
11 
7 
50 
-
70 
TNEB 
E/M 
-
1 
-
23 
1 
25 
SAV 
1 
10 
18 
85 
-
114 
KPCL 
E/M 
-
1 
-
30 
1 
32 
S/W 
-
5 
5 
94 
4 
108 
TOTAL 
3 
39 
54 
389 
19 
504 
%age 
0.60% 
7,74% 
10.71% 
77.18% 
3.77% 
80.00% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 1 
20.00%! 
10.00%' 
0.00% 
SDA DA UD Agree SA 
ISDA BDA DUD DAgree a S A ~ | 
Figure 6.25: Bar graph showine the responses of 504 employees of four generating 
organizations with reference to question 25 
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80.95 per cent of the respondents either agrees or strongly agrees that the targets are set 
fairly. While around 10 per cent is unable to confirm any view, around 8.05 per cent 
does not however feel that targets are set fairly. 
Question 26: Induction training programme is in vogue 
Table 6.26: Table showing the responses of 504 employees of four generating 
organizations with reference to question 26 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
4 
6 
18 
11 
39 
SAV 
1 
25 
17 
44 
7 
94 
APGENCO 
E/M 
-
3 
3 
16 
-
22 
SAV 
2 
16 
7 
43 
2 
70 
TNEB 
E/M 
1 
2 
1 
17 
4 
25 
S/W 
-
2 
8 
102 
2 
114 
KPCL 
E/M 
-
2 
3 
26 
1 
32 
S/W 
1 
6 
4 
93 
4 
108 
TOT 
AL 
5 
60 
49 
359 
31 
504 
%age 
0.99% 
11.90% 
9.72% 
71.23% 
6.15% 
80.00% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
71.23% 
SDA DA UD Agree 
I SDA I DA n UD n Agree 
SA 
ISA 
Figure 6.26: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 26 
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In regard to induction training programme, being implemented in the power generating 
organizations, a substantial portion of the respondents, namely 77.38 per cent agrees that 
such practice is in vogue. More executives/managers and stafCworkmen of TNEB and 
KPCL endorses this position. Around 9.72 per cent, however, remains neutral. 
Question 27: Job rotation is followed 
Table 6.27: Table showing the responses of 504 employees of four zeneratine 
organizations with reference to question 27 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
I 
2 
3 
4 
5 
NTPC 
E/M 
2 
5 
9 
21 
2 
39 
SAV 
6 
20 
17 
46 
5 
94 
APGENCO 
E/M 
-
9 
6 
7 
-
22 
SAV 
4 
25 
6 
34 
1 
70 
TNEB 
E/M 
-
7 
3 
15 
-
25 
S/W 
-
7 
7 
97 
3 
114 
KPCL 
E/M 
-
10 
2 
20 
-
32 
S/W 
4 
24 
8 
69 
3 
108 
TOTAL 
16 
107 
58 
309 
14 
504 
%age 
3.17% 
21.23% 
11.51% 
6131% 
2.78% 
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Figure 6.27: Bar ^aph showing the responses of 504 employees of four generating 
organizations with reference to question 27 
As regards job rotation, 64.09 per cent of the respondents states that job rotation is being 
followed. While 1 l.Sl per cent remains undecided 24.40 per cent has indicated that job 
rotation is not being followed. 
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Questioa 28: There is good '^ training policy" 
Table 6.28: Table showing the responses of 504 employees of four generating 
organizations with reference to question 28 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
2 
2 
22 
13 
39 
SAV 
7 
23 
12 
43 
9 
94 
APGENCO 
E/M 
-
6 
4 
12 
-
22 
SAV 
4 
12 
9 
41 
4 
70 
TNEB 
E/M 
-
1 
-
17 
7 
25 
S/W 
1 
10 
21 
76 
6 
114 
KPCL 
E/M 
-
2 
1 
26 
3 
32 
S/W 
-
8 
4 
84 
12 
108 
TOTAL 
12 
64 
53 
321 
54 
504 
%age 
238% 
12.70% 
10.52% 
63.69% 
10.71% 
63.69% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% i 
20.00% 
10.00% 
0.00% 
10.71% 
2.38% 
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Figure 6.28: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 28 
155 
As regards training policy, 74.40 per cent has indicated that there is a good training 
policy in the power generating organizations. 14.08 per cent does not agree with this. 
Another 10.52 per cent is unable to take a stand on either side. 
Question 29: Training needs are assessed systematically 
Table 6.29: Table showing the responses of 504 employees of four generatine 
organizations with reference to question 29 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
6 
4 
22 
7 
39 
SAV 
4 
23 
18 
36 
13 
94 
APGENCO 
E/M 
-
4 
3 
13 
2 
22 
SAV 
2 
15 
10 
40 
3 
70 
TNEB 
E/M 
-
-
3 
19 
3 
25 
S/W 
4 
13 
25 
71 
1 
114 
KPCL 
E/M 
-
4 
3 
24 
1 
32 
S/W 
2 
15 
6 
76 
9 
108 
TOTAL 
12 
80 
72 
301 
39 
504 
%age 
2.38% 
15.87% 
14.29% 
59.72% 
7.74% 
60,00% 
50.00% 
40.00% 
30.00% 
i 
I 
20.00% J 
10.00% ^  
0.00% J 
7.74% 
SDA Agree 
I SDA • DA • UD D Agree aSA ] 
Figure 6.29: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 29 
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In so far as systematic assessment of training needs is concerned, only about 67.46 per 
cent confirms that it is being done so. Quite a few, that is, as much as 14.29 per cent of 
the respondents is unable to take any position. A considerable portion, that is, 18.25 per 
cent does not think that there is a systematic assessment of training needs. 
Question 30: On the job training is given to develop employee sidlls 
Table 6.30: Table showing the responses of 504 employees of four generating 
organizations with reference to question 30 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M SAV 
7 
19 
14 
39 
15 
94 
APGENCO 
E7M SAV 
2 
15 
4 
43 
6 
70 
TNEB 
E/M SAV 
-
8 
8 
79 
19 
114 
KPCL 
E/M S/W 
-
3 
2 
95 
8 
108 
TOTAL 
9 
45 
28 
256 
48 
386 
%age 
233% 
11.66% 
7.25% 
66.32% 
12.44% 
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Figure 6.30: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 30 
This question is specifically addressed to staffi'workmen as most of "on the job training is 
given to stafFworkmen". 78.76 per cent is in agreement with this. 13.99 per cent, 
however, does not agree. 
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Question 31: Department heads are consulted on training needs 
Table 6.31: Table showing the responses of 504 employees of four generating 
organizations with reference to question 31 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
1 
6 
23 
9 
39 
SAV 
2 
20 
18 
45 
9 
94 
APGENCO 
E/M 
-
4 
3 
14 
1 
22 
SAV 
2 
12 
11 
45 
-
70 
TNEB 
E M 
-
-
1 
22 
2 
25 
SAV 
10 
13 
17 
72 
2 
114 
KPCL 
E/M 
-
8 
2 
20 
2 
32 
SAV 
1 
12 
3 
87 
5 
108 
TOTAL 
15 
70 
61 
328 
30 
504 
%age 
2.98% 
13.89% 
12.10% 
65.08% 
5.95% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
65.08% 
5.95% 
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I SDA IDA DUD DAgree USA | 
Figure 6.31: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 31 
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A majority of the respondents states that department heads are being consulted on 
training needs. Endorsement is by 71.03 per cent of the respondents. However, 12.10 
per cent remains neutral. As much as 16.87 per cent of the respondents thinks that 
department heads are not consulted on training needs. 
Question 32: New technology requirement are considered 
Table 6.32: Table showing the responses of 504 employees of four generatinfi 
organizations with reference to qidestion 32 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
2 
2 
24 
11 
39 
SAV 
APGENCO 
E/M 
-
1 
3 
17 
1 
22 
SAV 
TNEB 
E/M 
-
2 
2 
19 
2 
25 
SAV 
KPCL 
E/M 
-
3 
1 
26 
2 
32 
S/W TOTAL 
8 
8 
86 
16 
118 
Voage 
6.78% 
6.78% 
72.88% 
13.56% 
160 
72.88% 
80.00% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
6.78% 
6.78% 
0.00% 
13.56% 
SDA Agree SA 
I SDA a DA auD 
Figure 6.32: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 32 
This question is addressed only to executives/managers. A significantly large proportion 
of the respondents have confirmed that new technology requirements are taken into 
account while formulating training schemes. Very few have disagreed. A small 
proportion remains undecided here too. 
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Question 33: Employees' proposal on training requirements are considered 
Table 6.33: Table showing the responses of 504 employees of four generating 
organizations with reference to question 33 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
2 
3 
26 
g 
39 
SAV 
7 
21 
15 
42 
9 
94 
APGENCO 
E/M 
-
6 
5 
10 
1 
22 
SAV 
3 
19 
12 
35 
1 
70 
TNEB 
E/M 
-
-
3 
20 
2 
25 
S/W 
14 
18 
11 
71 
-
114 
KPCL 
E/M 
-
10 
2 
20 
-
32 
S/W 
1 
25 
6 
75 
1 
108 
TOTAL 
25 
101 
57 
299 
22 
504 
%age 
4.%% 
20.04% 
1131% 
5933% 
437% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
59.33% 
20.04% 
4.96% 
SDA DA UD Agree SA 
4.37% 
ISDA BDA DUD DAgree OSA | 
Figure 6.33: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 33 
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To find out whether employees' proposal or suggestion is taken into account while 
training schemes are firmed up, this question was addressed to all. Only 63.70 per cent 
confirms that employees' views on training requirements are heard. A good proportion, 
say, 25 per cent feels that no consideration to employees' proposal is given. 11.31 per 
cent remains undecided. A further look into the responses reveals that more employees 
from TNEB and KPCL have confirmed that their proposals on training requirements are 
given due consideration. 
Question 34: In-house training is a regular feature 
Table 6.34: Table showing the responses of 504 employes of four generatine 
organizations with reference to question 34 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
1 
1 
23 
14 
39 
SAV 
-
18 
12 
57 
7 
94 
APGENCO 
E/M 
-
3 
3 
15 
1 
22 
SAV 
3 
14 
9 
44 
-
70 
TNEB 
E/M 
-
-
2 
21 
2 
25 
S/W 
2 
10 
26 
76 
-
114 
KPCL 
EM 
-
-
2 
28 
2 
32 
S/W 
-
9 
5 
87 
7 
108 
TOTAL 
5 
55 
60 
351 
33 
504 
%age 
0.99% 
10.91% 
11.90% 
59.64% 
6.55% 
163 
69.64% 
70.00%. 
60.00% i 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
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Figure 6.34: Bar p'aph showine the responses of 504 employees of four generating 
organizations with reference to question 34 
This element also finds favour with the respondents. 76.19 per cent states that in-house 
training is a regular feature. However, around 12 per cent does not think that in-house 
training is being conducted regularly and an equal proportion remains neutral. 
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Question 35: Annual training calendar is prepared and notified in advance 
Table 6.35: Table showing (he responses of 118 executives/manaeers of four generating 
organizations with reference to question 35 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
4 
-
22 
13 
39 
SAV 
APGENCO 
E/M 
-
1 
4 
14 
3 
22 
SAV 
TNEB 
E/M 
-
-
1 
20 
4 
25 
S/W 
KPCL 
E/M 
-
5 
1 
21 
5 
32 
S/W TOTAl^  
10 
6 
77 
25 
118 
%age 
8.47% 
5.08% 
65.25% 
21.19% 
70.00% 
60.00% 
50.00% J 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
65.25% 
21.19% 
SDA DA UD Agree SA 
ISDA BDA DUD DAgree [ISA | 
Figure 6.35: Bar graph showing the responses of 118 executives/managers of four 
generating organizations with reference to question 35 
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This is an exclusive question for the executives/managers. 76.44 per cent points out that 
annual training calendar is prepared and notified in advance. Across the power 
generating organizations, this view is endorsed firmly by the executives/managers. Less 
than 10 per cent states that this is not happening. 
Question 36: Training covers skill development 
Table 6.36: Table showing the responses of 504 employees of four generating 
organizations with reference to question 36 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
A^ree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
EM 
1 
3 
2 
21 
12 
39 
SAV 
7 
16 
10 
44 
17 
94 
APGENCO 
E/M 
2 
1 
18 
I 
22 
SAV 
4 
8 
50 
8 
70 
TNEB 
E/M 
-
-
21 
4 
25 
SAV 
1 
12 
85 
16 
114 
KPCL 
E/M 
1 
4 
22 
5 
32 
S/W 
7 
3 
91 
7 
108 
TOTAL 
8 
34 
40 
352 
70 
504 
%age 
1.59% 
6.75% 
7.94% 
69.84% 
13.89% 
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Figure 6.36: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 36 
That the power generating organizations give high priority for skill development through 
training programme is substantiated by the highly significant favourable response by 
employees. 83.73 per cent of the respondents confirm this. Hardly less than 8 per cent 
disagrees. Again less than 8 per cent remains undecided. 
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Question 37: Training covers knowledge development 
Table 6.37: Table showing the responses of 504 employees of four generating 
oreanizations with reference to question 37 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
1 
22 
13 
39 
SAV 
4 
16 
9 
49 
16 
94 
APGENCO 
E/M 
-
-
1 
19 
2 
22 
SAV 
-
10 
6 
46 
8 
70 
TNEB 
E/M 
-
-
-
17 
8 
25 
S/W 
-
1 
8 
84 
21 
114 
KPCL 
E/M 
-
-
1 
27 
4 
32 
S/W 
-
4 
1 
86 
17 
108 
TOTAL 
5 
33 
27 
350 
89 
504 
%age 
0.99% 
6.55% 
536% 
69.44% 
17.66% 
70.00% 1 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
69.44% 
6.55% 
0.99% ^ . •^^ °^''-
^ W ^ 
SDA DA UD Aj jree 
j aSDA aDA DUD DAgree 
'^H 
|M 
9 17.66% 
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W ^^P 
SA 
USA 1 
Figure 6.37: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 37 
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About this feature of training, namely, that it covers knowledge development is also 
strongly supported by the respondents. 87.10 per cent has endorsed this. Only a few 
have stated that it does not cover knowledge development. 
Question 38: Training covers attitudinal change 
Table 6.38: Table showing the responses of 504 employees of four generating 
organizations with reference to question 38 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
I 
2 
3 
4 
5 
NTPC 
E/M 
I 
2 
2 
21 
13 
39 
SAV 
2 
19 
12 
51 
10 
94 
APGENCO 
E/M 
-
2 
2 
15 
3 
22 
SAV 
-
6 
5 
52 
7 
70 
TNEB 
E/M 
-
-
-
20 
5 
25 
SAV 
-
2 
7 
78 
27 
114 
KPCL 
E/M 
-
2 
1 
26 
3 
32 
S/W 
-
2 
7 
96 
3 
108 
TOTAL 
3 
35 
36 
359 
71 
504 
%age 
0.60% 
6.94% 
7.14% 
71.23% 
14.09% 
80.00% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00%-' 
71.23% 
14.09% 
SDA 
• SDA 
DA 
• DA 
UD 
DUD 
Agree 
• Agree 
SA 
asA 1 
Figure 6.38: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 38 
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The fact of a very substantial portion of respondents confirming that training programmes 
cover attitudinal change is quite healthy. This is what prepares the employees to face the 
challenges before an organization. 85.32 per cent of the respondents have expressed 
themselves strongly on this aspect. Around 7 per cent each has either remained 
undecided or been unable to agree. 
Question 39: There is adequate participation in in-house training programmes 
Table 6.39: Table showing the responses of 504 employees of four generating 
organizations with reference to question 39 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
1 
2 
24 
11 
39 
SAV 
2 
21 
21 
42 
8 
94 
APGENCO 
E/M 
-
2 
2 
18 
-
22 
SAV 
2 
11 
11 
45 
1 
70 
TNEB 
E/M 
-
-
1 
22 
2 
25 
S/W 
-
15 
24 
74 
1 
114 
KPCL 
E/M 
-
1 
5 
24 
2 
32 
S/W 
-
6 
6 
92 
4 
108 
TOTAL 
5 
57 
72 
341 
29 
504 
%age 
0.99% 
11.31% 
14.29% 
67.66% 
5.75% 
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Figure 6.39: Bar ^aph showing the responses of 504 employees of four generatine 
organizations with reference to question 39 
As far as adequacy in participation in in-house training programmes, a majority has 
confirmed that the participation is adequate. Over 72 per cent belongs to this category. 
However, around 12 per cent does not believe that the participation is adequate. Another 
14.29 per cent remains undecided. 
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Question 40: In-house training programmes are useful 
Table 6.40: Table showine the responses of 504 employees of four ^eneratine 
organizations with reference to question 40 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
I 
2 
3 
4 
5 
NTPC 
E/M 
-
-
3 
25 
11 
39 
SAV 
2 
16 
22 
42 
12 
94 
APGENCO 
E/M 
-
-
1 
20 
1 
22 
SAV 
1 
13 
2 
50 
4 
70 
TNEB 
E/M 
-
-
-
21 
4 
25 
S/W 
-
5 
10 
85 
14 
114 
KPCL 
E/M 
-
-
1 
27 
4 
32 
S/W 
-
3 
3 
91 
11 
108 
TOTAL 
3 
37 
42 
361 
61 
504 
%age 
0.60% 
7J4% 
8.33% 
71.63% 
12.10% 
80.00% 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
71.63% 
12.10% 
SDA DA UD Agree SA 
I SDA IDA DUD DAgree 
Figure 6.40: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 40 
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The predominant view here is training programmes are useful. 83.73 per cent of the 
respondents have stated so. Around 8 per cent each has stated that either the programmes 
are not useful or unable to furnish any views. 
Question 41: Employees are sent for external training 
Table 6.41: Table showing the responses of 504 employees of four generating 
orf^anizations with reference to question 41 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
6 
1 
23 
9 
39 
SAV 
17 
20 
13 
32 
12 
94 
APGENCO 
E/M 
-
2 
4 
14 
2 
22 
SAV 
1 
33 
10 
24 
2 
70 
TNEB 
E/M 
-
1 
3 
18 
3 
25 
SAV 
1 
6 
39 
66 
2 
114 
KPCL 
E/M 
-
6 
3 
22 
1 
32 
SAV 
1 
22 
10 
72 
3 
108 
TOTAL 
20 
96 
83 
271 
34 
504 
%age 
3.97% 
19.05% 
16.47% 
53.77% 
6.75% 
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Figure 6.41: Bar graph showing the responses of 504 employees of four eeneratim 
organizations with reference to question 41 
The response is not as enthusiastic as it is for in-house training. Only a little over 60 per 
cent has indicated that employees are sent for external training. Around 23 per cent feels 
that employees are not being sent for external training. Also, 16.47 per cent has remained 
undecided. 
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Question 42: External training programmes are relevant and useful 
Table 6.42: Table showing the responses of 504 employees of four generating 
organizations with reference to question 42 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
I 
2 
20 
15 
39 
SAV 
3 
7 
20 
46 
18 
94 
APGENCO 
E/M 
-
-
3 
17 
2 
22 
SAV 
4 
9 
11 
41 
5 
70 
TNEB 
E/M 
-
1 
2 
15 
7 
25 
S/W 
-
6 
8 
76 
24 
114 
KPCL 
E/M 
-
1 
2 
27 
2 
32 
S/W 
-
7 
9 
80 
12 
108 
TOT 
AL 
8 
32 
57 
322 
85 
504 
%age 
1.59% 
6J5Vo 
1131% 
63.89% 
16.87% 
70.00% 
60.00% 
50.00% i 
40.00% 
30.00% i 
20.00% 
10.00% 
0.00% 
63.89% 
16.87% 
SDA DA UD Agree SA 
• SDA SDA DUD QAgree BSA 
Figure 6.42: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 42 
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Although many do not feel that employees are sent for external training programmes, as 
regards relevancy and usefulness of external programmes, there is an overwhelming view 
in favour of external programmes. Over 80 per cent is in favour of external training 
programme. A small proportion of less than 7 per cent does not consider external 
training programmes as useful and relevant. Another 11.30 per cent has expressed no 
views. 
Question 43: Impact of training on performance is assessed 
Table 6.43: Table showing the responses of 504 employees of four generatine 
organizations with reference to question 43 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
7 
9 
20 
2 
39 
SAV 
4 
18 
21 
40 
11 
94 
APGENCO 
E/M 
-
5 
5 
12 
-
22 
SAV 
5 
13 
13 
36 
3 
70 
TNEB 
E/M 
-
3 
1 
20 
1 
25 
S/W 
7 
18 
41 
47 
1 
114 
KPCL 
E/M 
-
9 
4 
19 
-
32 
S/W 
-
15 
9 
80 
4 
108 
TOTAL 
17 
88 
103 
274 
22 
504 
%age 
337% 
17.46% 
20.44% 
5437% 
437% 
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Figure 6.43: Bar graph showine the responses of 504 employees of four generatinz 
organizations with reference to question 43 
Training is imparted but its effect on work performance does not seem to be assessed 
seriously. This appears to be the view going by the limited response of about 58.74 per 
cent who feels that such an assessment is carried out. Over 20 per cent feels that the 
impact of training on work performance is not assessed. Another group of respondents 
around 20 per cent remain neutral. 
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Question 44: Your organization has tie-up with external training institutions for 
long term specific/organization related programmes 
Table 6.44: Table showing the responses of 504 employees of four generating 
organizations with reference to question 44 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
4 
9 
19 
7 
39 
SAV 
3 
22 
26 
34 
9 
94 
APGENCO 
E/M 
1 
9 
8 
4 
-
22 
SAV 
5 
24 
20 
20 
1 
70 
TNEB 
E/M 
-
6 
2 
17 
-
25 
S/W 
-
8 
28 
51 
27 
114 
KPCL 
E/M 
-
6 
6 
19 
I 
32 
S/W 
-
28 
14 
64 
2 
108 
TOTAL 
9 
107 
113 
228 
47 
504 
Voage 
1.79% 
21.23% 
22.42% 
45.24% 
9J3% 
50.00% 
45.00% 
40.00% 
35.00% i 
30.00% 
25.00% 
20.00% 
15.00% 
10.00% 
5.00% 
0.00% 
45.24% 
21.23% 22.42% 
SDA DA UD Agree 
ISDA HDA DUD DAgree 
SA 
ISA 
9.33% 
Figure 6.44: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 44 
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In this only around 54 per cent of the respondents has conveyed that such a tie-up is 
available. Over 22 per cent does not confirm that an arrangement of that kind exists. 
Another around 22 per cent has not been able to respond specifically. It appears, going 
by the large response, KPCL seems to have tie-up with external agencies, for imparting 
long term training for its employees. 
Question 45: Such long term training programmes are relevant and useful 
Table 6.45: Table showing the responses of 504 employees of four generating 
organizations with reference to question 45 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
1 
7 
22 
9 
39 
SAV 
2 
11 
16 
55 
10 
94 
APGENCO 
E/M 
-
5 
7 
9 
1 
22 
SAV 
3 
8 
13 
43 
3 
70 
TNEB 
E/M 
-
1 
5 
16 
3 
25 
S/W 
-
9 
3 
72 
30 
114 
KPCL 
E/M 
-
4 
1 
26 
1 
32 
S/W 
-
14 
11 
78 
5 
108 
TOTAL 
5 
53 
63 
321 
62 
504 
%age 
0.99% 
10.52% 
12.50% 
63.69% 
1230% 
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Figure 6.45: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 45 
As a view, this is strongly supported. Over 76 per cent endorses it. A small group of 
over 11 per cent of the respondents does not find it useful. In the undecided category, 
another 12.5 per cent of the respondents have remained. 
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Question 46: Upon successful completion of such long term training programmes, 
employees are given financial benefits/promotion 
Table 6.46: Table showing the responses of 504 employees of four 2eneratin^ 
organizations with reference to question 46 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
5 
15 
11 
8 
-
39 
S/W 
7 
18 
20 
40 
9 
94 
APGENCO 
E/M 
2 
9 
9 
2 
-
22 
S/W 
3 
33 
14 
17 
3 
70 
TNEB 
E/M 
-
8 
9 
8 
-
25 
S/W 
22 
25 
34 
33 
-
114 
KPCL 
E/M 
-
12 
5 
15 
-
32 
S/W 
1 
26 
11 
63 
7 
108 
TOTAL 
40 
146 
113 
186 
19 
504 
%age 
7.94% 
28.97% 
22.42% 
36.90% 
3.77% 
36.90% 
40.00% 
35.00% 
30.00% 
25.00% 
20.00% 
15.00% 
10.00% 
5.00% 
0.00% 
28.97% 
3.77% 
SDA 
IDA OUD DAgree 
Figure 6.46: Bar graph showing the responses of 504 employees of four eeneratim 
organizations with reference to question 46 
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This practice of granting monetary benefits or promotion to the trained personnel does 
not seem to be widely prevalent. Only about 40 per cent considers that it is being done in 
the respective power generating companies. Over 36 per cent does not feel that such 
benefits are extended for the trained personnel. Around 22 per cent has no opinion to 
express. It is the response from employees of KPCL, particularly the stafCworkmen, 
which gives an indication of such practices being followed in their organization. 
Question 47: Promotioo opportunity available is fair 
Table 6.47: Table showing the responses of 504 employees of four eeneratine 
organizations with reference to question 47 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
4 
6 
24 
4 
39 
SAV 
11 
26 
17 
37 
3 
94 
APGENCO 
E/M 
-
5 
2 
15 
-
22 
SAV 
3 
10 
7 
42 
8 
70 
TNEB 
E/M 
-
3 
5 
13 
4 
25 
S/W 
1 
11 
18 
84 
-
114 
KPCL 
E/M 
2 
4 
2 
22 
2 
32 
S/W 
4 
15 
7 
70 
12 
108 
TOTAL 
22 
78 
64 
307 
33 
504 
%age 
4.37% 
15.48% 
12.70% 
60.91% 
6.55% 
182 
60.91% 
ISDA IDA DUD D Agree ISA 
Figure 6.47: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 47 
Around 66 per cent of the respondents have stated that promotion opportunity available 
in their organizations is fair. There appears to be near uniformity over this. Around 20 
per cent however is of the view that fair opportunity is not provided in the matter of 
promotion. 12.70 per cent has not expressed any view. 
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Question 48: Career growth scheme is favourable to employees 
Table 6.48: Table showing the responses of 504 employees of four generating 
organizations with reference to question 48 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
EM 
-
6 
11 
20 
2 
39 
SAV 
il 
26 
17 
37 
3 
94 
APGENCO 
E/M 
-
5 
2 
15 
-
22 
SAV 
3 
10 
7 
42 
8 
70 
TNEB 
E/M 
-
3 
5 
13 
4 
25 
SAV 
1 
11 
18 
84 
-
114 
KPCL 
E/M 
-
3 
1 
26 
2 
32 
S/W 
4 
15 
7 
70 
12 
108 
TOTAL 
19 
79 
68 
307 
31 
504 
%age 
3.77% 
15.67% 
13.49% 
60.91% 
6.15% 
60.91% 
I SDA IDA DUD D Agree ISA 
Figure 6.48: Bar graph showim the responses of 504 employees of four generating 
organizations with reference to question 48 
184 
As regards career growth scheme, over 67 per cent considers it to be favourable to 
employees. 19 per cent does not think so. Over 13.49 per cent remains neutral. 
Question 49: Career growth is based on seniority and hence efTective 
Table 6.49: Table showing the responses of 504 employees of four ^eneratine 
organizations with reference to question 49 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongfy 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
13 
21 
4 
-
39 
SAV 
10 
24 
13 
41 
6 
94 
APGENCO 
E/M 
-
4 
3 
15 
-
22 
SAV 
1 
2 
1 
56 
10 
70 
TNEB 
E/M 
-
1 
7 
16 
1 
25 
S/W 
-
6 
11 
97 
-
114 
KPCL 
E/M 
-
5 
3 
22 
2 
32 
S/W 
1 
5 
6 
79 
17 
108 
TOTAL 
13 
60 
65 
330 
36 
504 
%age 
2.58% 
11.90% 
12.90% 
65.48% 
7.14% 
185 
65.48% 
70.00% 
60.00% 
i 
I 50.00% 
I 40.00% 
I 30.00% 
I 20.00% 
i 
I 10.00% 
! 
i 0.00% 
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Figure 6.49: Bar eravh showing the responses of 504 employees of four Reiterating 
organizations with reference to question 49 
Here the endorsement is in favour of seniority based promotion. 72.62 per cent believes 
that career growth based on seniority is effective. However, around 14 per cent of the 
respondents have expressed themselves against this view. About 13 per cent does not 
have any specific view. 
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Question 50: Career growth is based on merit and hence effective 
Table 6.50: Table showing the responses of 118 executives/managers of four generating 
organizations with reference to question 50 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
2 
15 
17 
5 
-
39 
SAV 
APGENCO 
E/M 
-
3 
17 
2 
-
22 
SAV 
TNEB 
E/M 
1 
8 
13 
2 
1 
25 
S/W 
KPCL 
E/M 
2 
21 
3 
6 
-
32 
S/W 
TOT 
AL 
5 
47 
50 
15 
1 
118 
%age 
4.24% 
39.83% 
4237% 
12.71% 
0.85% 
39.83% 42.37% 
I SDA IDA DUD D Agree ISA 
Figure 6.50: Bar eraph showing the responses of 118 executives/manaeers of four 
generating organizations with reference to question 50 
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As regards career growth based on merit, this has been addressed to executives/managers 
only. The general industry practice is that seniority is followed for promotion in regard 
to staff/workmen and seniority-cum-merit or merit alone is adopted for promotion to 
executives/managers levels. Therefore this question is addressed only to 
executives/managers. About 42 per cent has remained neutral. Hardly 13.56 per cent has 
agreed that career growth based on merit will be effective. Another 44 per cent believes 
that merit based promotion is not warranted as it is not effective. 
Question 51: Career growth is based on seniority up to middle level and by merit for 
higher levels and hence effective 
Table 6.51: Table showing the responses of 118 executives/manafiers of four generating 
organizations with reference to question 51 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
3 
12 
19 
5 
-
39 
SAV 
0 
APGENCO 
E/M 
2 
1 
17 
1 
1 
22 
SAV 
0 
TNEB 
E/M 
1 
6 
13 
4 
1 
25 
S/W 
0 
KPCL 
EM 
3 
23 
1 
5 
-
32 
S/W 
0 
TOTAL 
9 
42 
50 
15 
2 
118 
%age 
7.63% 
35.59% 
4237% 
12.71% 
1.69% 
188 
42.37% 
ISDA IDA DUD D Agree ISA 
Figure 6.51: Bar graph showine the responses of 118 executives/manasers of four 
generating organizations with reference to question 51 
"Career growth based on seniority up to middle level and on merit for higher levels is 
effective" does not find favour with a majority of respondents. 43.22 per cent of the 
respondents do not ascribe to this at all. Another 42.30 per cent remains undecided. 
Hardly around 14 per cent agrees with this view. It may be added that this is an exclusive 
question for executives/managers. 
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Question 52: Wage/salary being paid is the best 
Table 6.52: Table showing the responses of 504 employees of four generating 
organizations with reference to question 52 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
4 
11 
4 
15 
5 
39 
SAV 
2 
7 
9 
59 
17 
94 
APGENCO 
E/M 
-
3 
7 
12 
-
22 
SAV 
2 
2 
-
56 
10 
70 
TNEB 
E/M 
1 
2 
1 
19 
2 
25 
SAV 
1 
8 
21 
82 
2 
114 
KPCL 
E/M 
-
1 
-
25 
6 
32 
SAV 
-
3 
7 
62 
36 
108 
TOTAL 
10 
37 
49 
330 
78 
504 
%age 
1.98% 
7.34% 
9.72% 
65.48% 
15.48% 
Agree 
Figure 6.52: Bar graph showing the responses of employees of four generating 
organizations with reference to question 52 
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Over 80 per cent confirms that they are being paid best wages/salary. This is true among 
all the four power generating organizations. Hardly less than 9 per cent thinks otherwise 
and another around 9 per cent does not offer any specific view. 
Question 53: Various fringe benefits offered are good 
Table 6.53: Table showing the responses of 504 employees of four generating 
organizations with reference to question 53 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
4 
11 
4 
15 
5 
39 
SAV 
2 
7 
9 
59 
17 
94 
APGENCO 
E/M 
-
3 
7 
12 
-
22 
SAV 
2 
2 
-
56 
10 
70 
TNEB 
E/M 
1 
2 
1 
19 
2 
25 
SAV 
1 
8 
21 
82 
2 
114 
KPCL 
E/M 
-
1 
3 
25 
3 
32 
S/W 
-
3 
7 
62 
36 
108 
TOTAL 
10 
37 
52 
330 
75 
504 
%age 
1.98% 
734% 
1032% 
65.48% 
14.88% 
191 
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Figure 6.53: Bar graph showing the responses of employees of four generating 
organizations with reference to question 53 
On various fringe benefits offered by the organizations, over 80 per cent feels they are 
good. Like in the case of wage or salary, around 9 per cent does not concur with this and 
around 10 per cent does not have specific response. 
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Question 54: Incentive schemes are good 
Table 6.54: Table showing the responses of 504 employees of four generating 
organizations with reference to question 54 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
2 
5 
5 
20 
7 
39 
SAV 
4 
14 
8 
56 
12 
94 
APGENCO 
E/M 
-
5 
4 
12 
1 
22 
SAV 
-
13 
3 
49 
5 
70 
TNEB 
E/M 
1 
11 
3 
10 
-
25 
S/W 
-
14 
15 
79 
6 
114 
KPCL 
E/M 
-
1 
2 
27 
2 
32 
SAV 
1 
7 
7 
75 
18 
108 
TOTAL 
8 
70 
47 
328 
51 
504 
%age 
1.59% 
13.89% 
9.33% 
65.08% 
10.12% 
70.00%! 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
y 
X 1-59% 
SDA 
13.89% 
DA 
9.33% 
UD 
6 
H 
5.08"> 
^ 
jree 
'o 
10.12% 
^^^^^^^^f^ 
SA 
Figure 6.54: Bar graph showing the responses of employees of four generating 
organizations with reference to question 54 
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Here again, over 75 per cent of the respondents are of the view that the incentive schemes 
are good. While less than 10 per cent remains undecided, about 15 per cent finds that the 
incentive schemes are not so good. 
Question 55: Organization is interested in the welfare of the employees 
Table 6.55: Table showing the responses of 504 employees of four generatine 
organizations with reference to question 55 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
3 
5 
21 
9 
39 
SAV 
3 
9 
9 
61 
12 
94 
APGENGO 
E/M 
-
1 
6 
15 
-
22 
SAV 
1 
8 
6 
50 
5 
70 
^^NEB 
E/M 
-
-
2 
22 
1 
25 
SAV 
3 
14 
25 
69 
3 
114 
KPCL 
E/M 
-
-
3 
26 
3 
32 
SAV 
1 
3 
1 
79 
24 
108 
TOTAL 
9 
38 
57 
343 
57 
504 
%age 
1.79% 
7.54% 
11.31% 
58.06% 
11J1% 
194 
68.06% 
70.00% 
60.00% 
50.00% 
40.00% 
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20.00% 
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11.31% 
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Figure 6.55: Bar graph showing the responses of employees of four eenerating 
organizations with reference to question 55 
In regard to the welfare schemes, there is a strong endorsement in favour of the 
organizations with 79.37 per cent of the respondents strongly agreeing with this question. 
11.31 per cent remains undecided whereas about 9 per cent does not believe that the 
organization is interested in the welfare of employees. 
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Question 56: Retirement benefits are good 
Table 6.56: Table showing the responses of 504 employees of four generating 
organizations with reference to question 56 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
8 
6 
19 
5 
39 
SAV 
4 
15 
20 
44 
11 
94 
APGENCO 
tVM 
2 
5 
15 
-
22 
SAV 
9 
3 
46 
12 
70 
TNEB 
E/M 
1 
1 
22 
1 
25 
SAV 
1 
5 
100 
8 
114 
KPCL 
E/M 
-
-
28 
4 
32 
S/W 
-
1 
71 
36 
108 
TOTAL 
5 
36 
41 
345 
77 
504 
%age 
0.99% 
7.14% 
8.13% 
68.45% 
15.28% 
70.00% 1 
60.00% 
50.00% 
40.00% 
30.00% J 
20.00% 
10.00% 
0.00% 
/ 
,y^ 0.99% 
SDA 
7.14% 
DA 
R n% 
UD 
6 .8.45«/ 
Agree 
1 
15.28% 
MJIU 
SA 
Figure 6.56: Bar graph showing the responses of 504 employees of four seneratins 
oreanizations with reference to question 56 
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There is an overwhelming appreciation for the retirement benefits offered by the four 
power generating organizations. From among the respondents, over 83 per cent believes 
that they are getting good retirement benefits. However, 8 per cent does not think so and 
another 8 per cent does not have any view to offer. 
Question 57: Retirement benefits are good 
Table 6.57: Table showing the responses of 504 employees of four generating 
organizations with reference to question 57 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
13 
15 
8 
39 
SAV 
1 
9 
20 
51 
13 
94 
APGENCO 
E/M 
-
-
2 
17 
3 
22 
SAV 
1 
3 
3 
50 
13 
70 
TNEB 
E/M 
-
-
-
21 
4 
25 
SAV 
-
3 
27 
68 
16 
114 
KPCL 
E/M 
-
-
1 
24 
7 
32 
SAV 
-
-
3 
57 
48 
108 
TOTAL 
3 
17 
69 
303 
112 
504 
%age 
0.60% 
3J7% 
13.69% 
60.12% 
22.22% 
197 
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Figure 6.57: Bar graph showirnf the responses of 504 employees of four generating 
organizations with reference to question 57 
On "settling the retirement benefits on time", the predominant view is that it is 
appropriately handled. 82.32 per cent of the respondents confirm it. 13.69 per cent has 
no views. Hardly less than 4 per cent thinks that retirement benefits settlement does not 
take place on time. It is seen that KPCL have given highest endorsement on this item 
with as many as 48 respondents out of 108 strongly agreeing to this fact. 
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Question 58: The '^ industrial relations" scenario is cordial 
Table 6.58: Table showing the responses of 504 employees of four generating 
organizations with reference to question 58 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
I 
-
7 
25 
6 
39 
SAV 
3 
10 
12 
58 
11 
94 
APGENCO 
E/M 
-
-
3 
19 
-
22 
SAV 
1 
3 
7 
54 
5 
70 
TNEB 
E/M 
-
1 
1 
23 
-
25 
S/W 
2 
10 
24 
77 
1 
114 
KPCL 
E/M 
-
-
1 
28 
3 
32 
S/W 
-
4 
4 
87 
13 
108 
TOTAL 
7 
28 
59 
371 
39 
504 
%age 
1J9% 
5.56% 
11.71% 
73.61% 
7.74% 
73.61% 
Agree 
Figure 6.58: Bar eraph showing the responses of 504 employees of four generating 
organizations with reference to question 58 
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There is an affirmative response from a majority of respondents. 81.35 per cent states 
that the industrial relations scenario is cordial. 11.71 per cent does not offer specific 
reply. Less than 7 per cent thinks that it is wanting. 
Question 59: Negotiatiog unions/associations (bargaining agents) are identified 
Table 6.59: Table showing the responses of 504 employees of four generating 
organizations with reference to question 59 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
-
10 
25 
3 
39 
S/W 
1 
17 
15 
55 
6 
94 
APGENCO 
E/M 
-
1 
4 
17 
-
22 
SAV 
2 
3 
10 
51 
4 
70 
TNEB 
E/M 
-
1 
2 
22 
-
25 
SAV 
-
4 
11 
90 
9 
114 
KPCL 
E/M 
-
1 
3 
26 
2 
32 
S/W 
-
3 
6 
90 
9 
108 
TOTAL 
4 
30 
61 
376 
33 
504 
%age 
0.79% 
5.95% 
12.10% 
74.60% 
6.55% 
200 
74.60% 
Agree 
Figure 6.59: Bar ffraph showing the responses of 504 employees of four generating 
organizations with reference to question 59 
There is positive response to this query. Over 81 per cent confirms that negotiating 
unions/associations (bargaining agents) are identified. Less than 6 per cent differs. Over 
12 per cent does not say with certainty any view. 
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Question 60: Representatives of management and employees meet frequently to 
resolve problems 
Table 6.60: Table showing the responses of 504 employees of four seneratins 
organizations with reference to question 60 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
0 
SAV 
2 
14 
17 
56 
5 
94 
APGENCO 
E/M 
0 
SAV 
2 
10 
8 
49 
1 
70 
TNEB 
E/M 
0 
SAV 
27 
16 
22 
49 
-
114 
KPCL 
E/M 
0 
s/w 
1 
8 
4 
85 
10 
108 
TOTAL 
32 
48 
51 
239 
16 
386 
%age 
8.29% 
12.44% 
13.21% 
61.92% 
4.15% 
61.92% 
Agree 
Figure 6.60: Bar graph showing the responses of 504 employees of four seneratins 
orsanizations with reference to question 60 
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This is exclusively addressed to staff/workmen. Their perceptions about the regularity 
with which union representatives meet with management for resolution of issues is 
sought to be understood. 66 per cent confirms that this is happening. However, over 20 
per cent does not agree that dispute resolution is happening that way. Over 13 per cent 
remains neutral. 
Question 61: There is mutual trust between management and employees 
Table 6.61: Table showing the responses of 504 employees of four generating 
oreanizations with reference to question 61 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
3 
5 
26 
4 
39 
SAV 
0 
APGENCO 
E/M 
-
-
4 
18 
-
22 
SAV 
0 
TNEB 
E/M 
-
-
3 
22 
-
25 
S/W 
0 
KPCL 
E/M 
-
1 
1 
27 
3 
32 
S/W 
0 
TOTAL 
1 
4 
13 
93 
7 
118 
%age 
0.85% 
339% 
11.02% 
78.81% 
5.93% 
203 
78.81% 
Agree 
Figure 6.61: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 61 
There is a strong confirmation that there exists mutual trust between management and 
employees. 86.74 per cent vouches this. Hardly less than 5 per cent has opposite view. 
About 11 per cent does not speak for any particular opinion. 
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Question 62: Industrial unrest is rare 
Table 6.62: Table showinz the responses of 504 employees of four generatine 
organizations with reference to question 62 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
1 
7 
19 
12 
39 
SAV 
2 
6 
22 
57 
7 
94 
APGENCO 
E/M 
-
4 
4 
12 
2 
22 
SAV 
-
5 
7 
55 
3 
70 
TNEB 
E/M 
-
4 
6 
15 
-
25 
S/W 
-
6 
14 
91 
3 
114 
KPCL 
E/M 
-
-
3 
28 
1 
32 
S/W 
-
8 
5 
92 
3 
108 
TOTAL 
2 
34 
68 
369 
31 
504 
%age 
0.40% 
6.75% 
13.49% 
73.21% 
6.15% 
0.00% 
Agree 
Figure 6.62: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 62 
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There is peace in our organization, declares a majority of respondents from ail the four 
power generating stations. "Industrial unrest is rare" avers 79.36 per cent of the 
respondents. While 13.49 per cent does not have any view, 7.15 per cent thinks there is 
some industrial unrest. 
Question 63: Employees are motivated 
Table 6.63: Table showing the responses of 504 employees of four generating 
organizations with reference to question 63 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
5 
26 
5 
39 
SAV 
3 
15 
11 
55 
10 
94 
APGENCO 
E/M 
-
-
6 
15 
1 
22 
SAV 
4 
12 
6 
46 
2 
70 
TNEB 
E/M 
-
1 
2 
22 
-
25 
SAV 
11 
16 
12 
74 
1 
114 
KPCL 
E/M 
-
1 
4 
26 
1 
32 
S/W 
1 
11 
12 
76 
8 
108 
TOTAL 
20 
58 
58 
340 
28 
504 
%age 
3.97% 
11.51% 
11.51% 
67.46% 
5.56% 
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Figure 6.63: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 63 
A majority of employees regards that they are motivated. To this category belong 73.02 
per cent of respondents. While 11.51 per cent is unable to furnish any view, 15.38 per 
cent does not seem to be motivated. 
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Question 64: Sense of belonging is visible 
Table 6.64: Table showing the responses of 118 executives/managers of four seneratins 
organizations with reference to question 64 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
1 
3 
27 
8 
39 
SAV 
APGENCO 
E/M 
-
-
8 
14 
-
22 
SAV 
TNEB 
E/M 
-
1 
2 
22 
-
25 
S/W 
KPCL 
E/M 
-
-
3 
26 
3 
32 
S/W roi 
AL 0 
2 
16 
89 
11 
118 
%age 
0.00% 
1.69% 
13.56% 
75.42% 
9.32% 
80.00% 1 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
75.42% 
13.56% 
0.00% i-6^/» 
SDA DA UD Agree 
9.32% 
SA 
Figure 6.64: Bar graph showing the responses of 118 executives/managers of four 
generating organizations with reference to question 64 
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This aspect should be visible among all employees. However for the difficulty that may 
be encountered by staff/workmen to express themselves precisely on this, the question 
has been limited to executives/managers. Yes, they confirm that there is a high visibility 
of belonging ness to their respective power generating organizations. Among this, NTPC 
appears to score more with as many as 8 of its respondents rating this aspect under 
"strongly agree". Less than 2 per cent has differed. Of course, 13.56 per cent seems to 
be taking a neutral position. 
Question 65: The organization is a good place to work 
Table 6.65: Table showing the responses of 386 staff/workmen of four generating 
organizations with reference to question 65 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M SAV 
-
4 
5 
62 
23 
94 
APGENCO 
E/M SAV 
-
3 
2 
59 
6 
70 
TNEB 
E/M S/W 
1 
3 
11 
93 
6 
114 
KPCL 
E/M S/W 
-
2 
1 
81 
24 
108 
TOTAL 
1 
12 
19 
295 
59 
386 
%age 
0.26% 
3.11% 
4.92% 
76.42% 
15.28% 
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Figure 6.65: Bar graph showine the responses of 386 staff/workmen of four eeneratins 
organizations with reference to question 65 
This question has been addressed exclusively to staffi'workmen. Their sense of belonging 
to the organization is very high with 91.70 per cent making a positive statement. Less 
than 5 per cent remains undecided. Another less than 5 per cent has expressed 
disagreement. As many as 47 respondents from NTPC and KPCL have strongly agreed 
that their respective power generating organizations are good place to work. 6 each from 
APGENCO and TNEB have also taken similar position. 
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Question 66: Employees are enthused to perform 
Table 6.66: Table showine the responses of 118 executtves/manasers of four seneratins 
organizations with reference to question 66 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
-
3 
5 
23 
8 
39 
SAV 
APGENCO 
E/M 
-
1 
5 
15 
1 
22 
SAV 
TNEB 
E/M 
-
2 
1 
22 
-
25 
S/W 
KPCL 
E/M 
-
2 
3 
25 
2 
32 
S/W TOTAL 
0 
8 
14 
85 
11 
118 
%age 
0.00% 
6.78% 
11.86% 
72.03% 
9.32% 
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Figure 6.66: Bar graph showing the responses of 118 executives/managers of four 
seneratins organizations with reference to question 66 
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This question is addressed to executives/managers only as they could respond better to 
this point. Over 81 per cent has confirmed that organizational environment enthuse them 
to perform better. While 11.86 per cent has not been able to specifically decide, around 
7 per cent does not feel enthused to perform. 
Question 67: The grievances are handled fairly 
Table 6.67: Table showing the responses of 386 staff/workmen of four seneratins 
orf^anizations with reference to question 67 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
0 
SAV 
5 
14 
15 
45 
15 
94 
APGENCO 
E/M 
0 
SAV 
1 
9 
4 
51 
5 
70 
TNEB 
E/M 
0 
S/W 
2 
7 
30 
74 
1 
114 
KPCL 
E/M 
0 
S/W 
-
4 
11 
83 
10 
108 
TOTAL 
8 
34 
60 
253 
31 
386 
%age 
2.07% 
8.81% 
15.54% 
65.54% 
8.03% 
212 
70.00% 
60.00% 
50.00% 
40.00% 
30.00% 
20.00% 
10.00% 
0.00% 
65.54% 
15.54% 
Agree 
Figure 6.67: Bar grcq>h showing the responses of 386 staffAvorkmen of four generating 
oreanizations with reference to question 67 
As regards grievances, the staf^workers to whom only this question is addressed have 
responded that there is fairness in redressing the grievances. 73.57 per cent thinks so. 
While a considerable portion of the respondents namely 15.54 per cent is unable to take 
specific side, around 11 per cent thinks that grievances are handled properly. 
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Question 68: There is recogoition for exceptional performance 
Table 6.68: Table showing the responses of 504 employees of four generating 
organizations with reference to question 68 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
2 
3 
3 
25 
6 
39 
SAV 
1 
15 
13 
46 
19 
94 
APGENCO 
E/M 
1 
4 
6 
9 
2 
22 
SAV 
4 
17 
8 
36 
5 
70 
TNEB 
E/M 
-
6 
5 
14 
-
25 
SAV 
-
9 
31 
73 
1 
114 
KPCL 
E/M 
1 
6 
5 
19 
1 
32 
S/W 
3 
21 
12 
68 
4 
108 
TOTAL 
12 
81 
83 
290 
38 
504 
%age 
2.38% 
16.07% 
16.47% 
57.54% 
7.54% 
SDA D 2-38% 
,54% 
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Figure 6.68: Bar graph showing the responses of 504 employees of four generating 
organizations with reference to question 68 
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As regards recognition for exceptional performance, only about 65.08 per cent believes 
that there is recognition fi-om the organization for exceptional performance. A 
considerable portion, namely, 18.45 per cent thinks that such recognition is not 
forthcoming. 16.47 per cent remains undecided. Particularly the personnel firom NTPC 
have confirmed that their organization recognizes their performance. As many as 25 
employees have chosen "strongly agree" as the rating. 
Question 69: Power sector is undei^oing structural change. Separate entities are 
formed by "unbundling the sector". New "methods and performance 
measures" are sought to be implemented. Employees are prepared to 
"cope with the change" 
Table 6.69: Table showing the responses of 504 employees of four generating 
organizations with reference to question 69 
Rating 
SDA 
DA 
Undecided 
Agree 
Strongly 
Agree 
Total 
Score 
1 
2 
3 
4 
5 
NTPC 
E/M 
1 
2 
4 
24 
8 
39 
S/W 
1 
7 
23 
51 
12 
94 
APGENCO 
E/M 
-
2 
2 
14 
4 
22 
SAV 
4 
10 
9 
39 
8 
70 
TNEB 
E/M 
3 
8 
2 
11 
1 
25 
S/W 
19 
36 
4 
45 
10 
114 
KPCL 
E/M 
-
2 
4 
25 
1 
32 
S/W 
2 
3 
4 
90 
9 
108 
TOTAL 
30 
70 
52 
299 
53 
504 
%age 
5.95% 
13.89% 
1032% 
5933% 
10.52% 
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Figure 6.69: Bar graph showing the responses of 504 employees of four eenerating 
organizations with reference to question 69 
Around 70 per cent of the employees believe that they are prepared to cope with the 
emerging change in the power sector. Around 19 per cent differs. A little over 10 per 
cent does not have any specific view. 
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Chapter 7 
Data Analysis for Decision 
In this chapter, the data obtained has been analysed for arriving at decisions on the 
hypothesis formulated for this research. Before proceeding to apply specific statistical 
tools, the overall score secured by each of these four power generating organizations is 
worked out. The following table provides the overall score obtained by NTPC, 
APGENCO, TNEB and KPCL. A bar chart depicting the organization-wise percentage 
score is also prepared. 
Table 7.1: Table showing score obtained by four generating organizations 
Organization 
NTPC 
APGENCO 
TNEB 
KPCL 
TOTAL 
Max Score 
37665 
25830 
38655 
39240 
141390 
Obtained Score 
23599 
15241 
25016 
26769 
90625 , 
%age 
62.65 
59.01 
64.72 
68.22 
64.10 
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Figure 7.1: Bar graph showing percentage score of four generating organizations 
As stated earlier, the questionnaire intended to capture responses on various elements of 
the human resource management functions under study. The percentage of actual score 
against possible maximum score has been worked out. As the score obtained by each one 
of these organizations is around 60 per cent or above it can be construed that all these 
identified elements of the human resource management fiinctions are widely prevalent in 
these organizations. 
Further, an analysis of the data using relevant and specific statistical tools has been 
undertaken with the help of Statistical Package for Social Sciences (SPSS). 
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The table below provides summary of the statistical analysis. 
Table 7.2: Table showing statistical summary of scores of four generating organizations 
N 
Mean 
Median 
Mode 
Std. Deviation 
Variance 
Skewness 
Kurtosis 
Range 
Minimum 
Maximum 
Sum 
504 
179.8115 
183 
187 
18.902 
357.2865 
-0.647 
0.71) 
120 
110 
230 
90625 
This table represents basic statistics of overall best performance. This overall best 
performance has been derived taking into consideration all the responses of all the 504 
respondents on various HR practices sought to be ascertained through the questionnaire 
administered on them. 
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Figure 7.2: Histogram showing distribution of data in respect of four generatine 
organizations 
It may be seen fix>in this graph that the frequencies are plotted and a histogram is drawn. 
Over this a normal curve is superimposed. From the graph it may be seen that the 
deviation of the obtained distribution from the normal distribution is quite negligible. 
Also it is seen from the table that the values of mean, median and mode are nearer to each 
other. The analysis reveals that the data adhere to normal distribution. Therefore this 
lends itself for a parametric analysis. 
The mean of 179.9 represents the rating of all the 504 respondents. The overall best 
practice has been found to be average. A further analysis in terms of specific hypothesis 
reveals the extent to which contribution to the overall best practice comes from each of 
the companies as well as from executives/managers and stafCworkmen. 
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The focus of the research was on certain human resource management functions 
prevalent in the generating organizations, namely, manpower planning, manpower 
acquisition, training and development, career growth, compensation, employee relation 
and motivation. Data on various elements of these functions were obtained through 
questionnaire. For further analysis the data had to be grouped according to the function 
with which they are associated. The data had been accordingly grouped as applicable to 
manpower planning, manpower acquisition, training and development, career growth, 
compensation, employee relation and motivation. For those groups of questions, score 
values were assigned in terms of the responses given by the respective respondents 
namely executives/managers or staff/workmen or both as the case may be. The analysis 
done can be explained through the following formula (C.R.Kothari, 1990): 
Arithmetic Mean: M = 
Zfx 
N 
Standard Deviation: SD 
I f i ( x - x ) ' 
a 
I f i 
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The calculated mean and standard deviation appear in the following table. 
Table 7.3: Table showing mean and standard deviation of different human resource 
management functions 
HRM 
functions 
MANPOWER 
ACQUISITION 
TRAINING 
CAREER 
EMPLOYEE 
RELATION 
MOTIVATION 
COMPENSATION 
N 
504 
504 
504 
504 
504 
504 
504 
Minimum 
25.00 
16.00 
32.00 
2.00 
6.00 
9.00 
6.00 
Maximum 
56.00 
39.00 
77.00 
10.00 
20.00 
45.00 
30.00 
Mean 
41.0913 
28.6726 
57.9742 
7.1230 
15.1052 
14.6627 
22.9127 
Standard 
Deviation 
4.8101 
3.7361 
8.2482 
1.5397 
1.9443 
2.3470 
3.5041 
In the following paragraphs the hypotheses formulated for this research are examined 
using relevant statistical tools. 
HQI: There is no significant relationship betiveen manpower planning and overall 
best practice 
This hypothesis seeks to test whether there is any relationship between manpower 
planning and overall best practice. Manpower planning is the process of forecasting an 
organization's future demand for and supply of right type of people in the right number. 
This consists of several elements. To obtain response on various elements of manpower 
planning, 19 questions were addressed to executives/managers as they have access to 
relevant information in an organization. However for staff'workmen, only 12 out of 19 
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questions were addressed for the reason that they will have limited information on this 
function. From the responses thus obtained the score values were worked out and further 
analysed using necessary statistical tools to examine the hypothesis. 
In order to find out whether there is significant relationship between manpower planning 
and overall best practice a Pearson Product-Moment Coefficient of Correlation (r) has 
been calculated. The analysis done can be explained through the following formula 
(C.R.Kothari, 1990): 
Y = _ 
Exy 
N C T X CTy 
The following table provides a summary of the calculation: 
Table 7.4: Table showinz correlation between manpower plannins and overall best 
practice in four generating organizations 
Variable 
Overall 
Best 
Practice 
Manpower 
Planning 
**Significantat0.01 
Mean 
179.81 
41.09 
evel 
S.D 
18.90 
4.81 
r 
0.791** 
It may be seen that the correlation coefficient is significant at 0.01 level. Consequently, 
the above null hypothesis is rejected. This means that manpower planning and overall 
best practice have strong relationship. In other words, those who feel that the manpower 
planning is good, further feel that the overall best practice is also good. 
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Ho2: There is no significant diffierence among the four generating organizations in 
manpower planning 
In order to analyse the extent to which there is significant difference among the four 
generating organizations in manpower planning, the mean and standard deviation values 
were calculated for manpower planning, organization-wise, based on the score values 
derived from the responses of the respective respondents. The data is given in the 
following table: 
Table 7.5: Table showing mean and standard deviation values of four generating 
organizations in manpower planning 
Organization 
NTPC 
APGENCO 
TNEB 
KPCL 
Total 
Mean 
42.2556 
39.0761 
40.5324 
41.8643 
41.0913 
N 
133 
92 
139 
140 
504 
Standard Deviation 
5.4421 
5.2982 
4.2619 
3.7803 
4.8101 
The following bar graph represents the mean scores on manpower planning obtained by 
all the four power generating organizations. 
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Figure 7.3: Bar graph showing mean scores of four generating organizations in 
manpower planning 
It may be seen that based on the mean values and what is represented on the graph that 
NTPC has a higher score and therefore has better manpower planning practice than other 
three generating organizations. KPCL follows closely. TNEB and APGENCO come 
next in that order. 
Further, to ascertain whether there is significant difference among the four generating 
companies in manpower planning, the analysis of variance (ANOVA) test has been 
carried out. The analysis done can be explained through the following formula 
(C.R.Kothari, 1990): 
F = 
|LlS, 
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The following table provides the results of the test: 
Table 7.6: Table showing analysis of variance (ANOVA) value in manpower planning in 
four power generating organizations 
Between Groups 
Within Groups 
Total 
Sum of Squares 
681.000 
10956.801 
11637.802 
df 
3 
500 
503 
Mean Square 
227.000 
21.914 
F 
10.359** 
** Significant at 0.01 level 
The calculated F value of 10.36 is higher than the Table value of 3.78 at 0.01 level. 
Therefore the hypothesis that there is no significant difference among the generating 
organizations in manpower planning is rejected. In other words, there is considerable 
difference among these four generating organizations. 
The researcher is further interested in knowing the relative difference among these four 
organizations in respect of manpower planning. To ascertain this, t-test has been 
conducted. Each organization is compared with other organizations. This has resulted in 
six comparisons. The analysis done can be explained through the following formula: 
t = 
X,-X2 
(T^Si CT^S 
P-2S2 
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The results are explained with the support of the following tables: 
Table 7.7: Table showing comparison between NTPC and APGENCO in manpower 
planning 
Organization 
NTPC 
APGENCO 
N 
133 
92 
Mean 
42.26 
39.08 
S.D 
5.44 
5.30 
Difference 
of Means 
3.18 
df 
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t 
4.36** 
**Significantat0.01 level 
The t-value of 4.36 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between NTPC and AGPENCO. In other words, 
NPTC has significantly better manpower planning practice than APGENCO. 
Table 7.8: Table showing comparison between NTPC and TNEB in manpower planning 
Organization 
NTPC 
TNEB 
N 
133 
139 
Mean 
42.26 
40.53 
S.D 
5.44 
4.26 
Difference 
of Means 
1.72 
df t 
270 2.91** 
**5i Significant at 0.01 level 
The t-value of 2.91 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between NTPC and TNEB. In other words, 
NPTC has significantly better manpower planning practice than TNEB. 
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Table 7.9: Table showim comparison between NTPC andKPCL in manpower plannins 
Organization 
NTPC 
KPCL 
N 
133 
140 
Mean 
42.26 
41.86 
S.D 
5.44 
3.78 
Difference 
of Means 
0.39 
df 
271 
t 
0.693 
(N.S) 
N.S = Not significant 
The t-value of 0.69 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between NTPC and KPCL. In other words, 
NPTC and KPCL have similar level of manpower planning practice. 
Table 7.10: Table showing comparison between TNEB and APGENCO in manpower 
planning 
Organization 
TNEB 
APGENCO 
N 
139 
92 
Mean 
40.53 
39.08 
S.D 
4.26 
5.30 
Difference 
of Means 
1.45 
df 
229 
t 
2.31* 
•Significant at 0.05 level 
The t-value of 2.31 is higher than the Table value of 1.96 at significance level 0.05. 
Therefore there is significant difference between TNEB and APGENCO. In other 
words, TNEB has significantly better manpower planning practice than APGENCO. 
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Table 7.11: Table showing comparison between KPCL and APGENCO in manpower 
plannine 
Organization 
KPCL 
APGENCO 
N 
140 
92 
Mean 
41.86 
39.08 
S.D 
3.78 
5.30 
Difference 
of Means 
2.79 
df 
230 
t 
4.68** 
»* Significant at 0.01 level 
The t-value of 4.68 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and APGENCO. In other words, 
KPCL has significantly better manpower planning practice than APGENCO. 
Table 7.12: Table showing comparison between KPCL and TNEB in manpower planning 
Organization 
KPCL 
TNEB 
••Significant a 
N 
140 
139 
tO.OI level 
Mean 
41.86 
40.53 
S.D 
3.78 
4.26 
Difference 
of Means 
1.33 
df 
277 
t 
• 
2.76** 
The t-value of 2.76 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and TNEB. In other words, 
KPCL has significantly better manpower planning practice than TNEB. 
The t-test results indicate that while NTPC has better manpower panning practice 
compared to TNEB and APGENCO, in so far as its comparison with KPCL is concerned, 
it has been found that there is no significant difference between NPTC and KPCL. In 
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other words, in these two organizations, the manpower planning practice is of similar 
ievei. However, from the mean values, it has been found that NTPC has better manpower 
planning practice. Consequently, it may be construed that NPTC has better manpower 
planning practice compared to the other three organizations. 
Ho3: There is no significant relationship between manpower acquisition process and 
overall best practice. 
This hypothesis seeks to test whether there is any relationship between manpower 
acquisition process and overall best practice. Manpower acquisition refers to recruitment 
and selection of personnel to the meet the organizational requirement in terms of the 
planning already made. This consists of several elements. To obtain response on various 
elements of manpower acquisition, 8 questions were addressed to executives/managers as 
well as stafE'workmen. From the responses thus obtained the score values were worked 
out and further analysed using necessary statistical tools to examine the hypothesis. 
In order to find out whether there is significant relationship between manpower 
acquisition process and overall best practice a Pearson Product-Moment Coefficient of 
Correlation (r) has been calculated. 
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The following table provides the summary of the calculation: 
Table 7.13: Table showing correlation between manpower acquisition process and 
overall best practice in four power generating organizations 
Variable 
Overall 
Best 
Practice 
Manpower 
Acquisition 
Process 
Mean 
179.81 
28.67 
S.D 
18.90 
3.74 
r 
0.709** 
••Significant at 0.01 level 
It may be seen that the correlation coefficient is significant at 0.01 level. Consequently, 
the above null hypothesis is rejected. This means that manpower acquisition process and 
overall best practice have strong relationship. In other words, those who feel that the 
manpower acquisition process is good, farther feel that the overall best practice is also 
good. 
Ho4: Tiiere is no significant difference among the four generating organizations in 
manpower acquisition process 
In order to analyse the extent to which there is significant difference among the four 
generating organizations in manpower planning, the mean and standard deviation values 
were calculated for manpower acquisition process, organization-wise, based on the score 
values derived from the responses of the respective respondents. 
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The data is given in the following table: 
Table 7.14: Table showing mean and standard deviation values of manpower acquisition 
process in four generating organizations 
Organization 
NT PC 
APGE 
TNEB 
KPCL 
Total 
Mean 
28.391 
28.337 
28.2374 
29.5929 
28.6726 
N 
133 
92 
139 
140 
504 
Std. Deviation 
4.4276 
4.0689 
3.2068 
3.1070 
3.7361 
The following bar graph represents the mean scores on manpower acquisition process 
obtained by all the four generating organizations. 
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Figure 7.4: Bar graph showing mean values of manpower acquisition process in four 
generating organizations 
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It may be seen that based on the mean values and what is depicted on the graph that 
KPCL has a high score and therefore is considered to have better manpower acquisition 
process than other three generating stations. NTPC, APGENCO and TNEB come next in 
this order. 
Further, to ascertain whether there is significant difference among the four generating 
organizations in manpower acquisition process, the analysis of variance (ANOVA) test 
has been carried out. The following table provides the result of the test: 
Table 7.15: Table showing analysis of variance (ANOVA) in manpower acquisition in 
four generating organizations 
Between Groups 
Within Groups 
Total 
Sum of 
Squares 
165.800 
6855.182 
7020.982 
df 
3 
500 
503 
Mean Square 
55.267 
13.710 
F 
4.031** 
** Significant at 0.01 level 
The calculated F value of 4.03 is higher than the Table value of 3.78 at 0.01 level. 
Therefore the hypothesis that there is no significant difference among the generating 
organizations in manpower acquisition is rejected. In other words, there is significant 
difference among these four generating organizations. 
The researcher is further interested in knowing the relative difference among these four 
organizations in respect of manpower acquisition process. To ascertain this, t-test has 
been conducted. Each organization is compared with other organizations. This has 
resulted in six comparisons. 
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The results are explained with the support of the following tables: 
Table 7.16: Table showing comparison between NTPC and APGENCO in manpower 
acquisition 
Organization 
NTPC 
APGENCO 
N 
133 
92 
Mean 
28.39 
28.34 
S.D 
4.43 
4.07 
Difference 
of Means 
0.05 
df 
223 
t 
0.93 
(N.S) 
N.S = Not significant 
The t-value of 0.93 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between NTPC and APGENCO. In other 
words, the manpower acquisition process between NTPC and APGENCO can be 
considered to be of similar level. 
Table 7.17: Table showing comparison between NTPC and TNEB in manpower 
acquisition 
Oi^anization 
NTPC 
TNEB 
N 
133 
139 
Mean 
28.39 
28.24 
S.D 
4.43 
3.21 
Difference 
of Means 
0.15 
df 
270 
t 
0.33 
(N.S) 
N.S = Not significant 
The t-value of 0.33 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between NTPC and TNEB. In other words, 
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the manpower acquisition process between NTPC and TNEB can be considered to be of 
similar level. 
Table 7.18: Table showing comparison between KPCL and NTPC in manpower 
acquisition 
Organization 
KPCL 
NTPC 
N 
140 
133 
Mean 
29.59 
28.39 
S.D 
3.11 
4.43 
Difference 
of Means 
1.20 
df 
271 
t 
2.61** 
••Significant at 0.01 level 
The t-value of 2.61 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and NTPC. In other words, the 
manpower acquisition process is better in KPCL than NTPC. 
Table 7.19: Table showing comparison between APGENCO and TNEB in manpower 
acquisition 
Organization 
APGENCO 
TNEB 
N 
92 
139 
Mean 
28.34 
28.24 
S.D 
4.07 
3.21 
Difference 
of Means 
0.10 
df 
229 
t 
0.20 
(N.S) 
N.S = Not significant 
The t-value of 0.20 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between APGENCO and TNEB. In other 
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words, the manpower acquisition process between APGENCO and TNEB can be 
considered to be of similar level. 
Table 7.20: Table showing comparison between KPCL and APGENCO in manpower 
acquisition 
Organization 
KPCL 
APGENCO 
N 
140 
92 
Mean 
29.59 
28.34 
S.D 
3.11 
4.07 
Difference 
of Means 
1.26 
df 
230 
t 
2.67** 
••SignificantatO.Ol level 
The t-value of 2.67 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and APGENCO in manpower 
acquisition process. In other words, the manpower acquisition process is better in KPCL 
than APGENCO. 
Table 7.21: Table showing comparison between KPCL and TNEB in manpower 
acquisition 
Organization 
KPCL 
TNEB 
N 
140 
139 
Mean 
29.59 
28.24 
S.D 
3.11 
3.21 
Difference 
of Means 
1.36 
df 
277 
t 
3.57** 
••Significant at O.OI level 
The t-value of 3.57 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and TNEB in manpower 
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acquisition process. In otiier words, the manpower acquisition process is better in KPCL 
than TNEB. 
From the mean values it has been found that KPCL has better manpower acquisition 
process than the other three power generating organizations. The t-test results also show 
that there is significant difference between KPCL and the remaining three other 
organizations. Therefore, it is established that KPCL has better manpower acquisition 
practice. 
Further the t-test results indicate that there is no significant difference between NTPC and 
APGENCO; NTPC and TNEB; and TNEB and APGENCO. As such, in these three 
power generating organizations, the manpower acquisition process is of similar level. 
However, considering mean values, they can be ranked in the order of NTPC, 
APGENCO and TNEB. 
Ho5: There is no significant relationship between training and development and 
overall best practice. 
This hypothesis seeks to test whether there is any relationship between training and 
development and overall best practice. Training is a process of learning a sequence of 
programmed behaviour. It is application of knowledge. It attempts to improve the 
employees' performance on the current job and prepare them for an intended job. 
Development is a related process. It covers not only those activities which improve job 
performance but also those which bring about growth of the personality. Training and 
development consists of several elements. To obtain response on various elements of 
training and development, 18 questions were addressed to executives/managers 
considering the information available to them about this function. However for 
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staffi'workmen, only 17 out of 18 questions were addressed considering the limited 
information available to them about this function. From the responses thus obtained the 
score values were worked out and further analysed using necessary statistical tools to 
examine the hypothesis. 
In order to find out whether there is significant relationship between training and 
development and overall best practice a Pearson Product-Moment Coefficient of 
Correlation (r) has been calculated. The following table provides the summary of the 
calculation: 
Table 7.22: Table showing correlation between training and development and overall 
best practice in four generating organizations 
Variable 
Overall 
Best 
Practice 
Training 
and 
Development 
••Significant at 0.01 
Mean 
179.81 
5.97 
evel 
S.D 
18.90 
8.25 
r 
0.873+* 
It may be seen that the correlation coefficient is significant at 0.01 level. Consequently, 
the above null hypothesis is rejected. This means that training and development and 
overall best practice have strong relationship. In other words, those who feel that the 
training and development is good, further feel that the overall best practice is also good. 
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Ho6 There is no significant difference among the four generating organizations in 
training and development 
In order to analyse the extent to which there is significant difference among the four 
generating organizations in training and development, the mean and standard deviation 
values were calculated for training and development, organization-wise, based on the 
score values derived fh)m the responses of the respective respondents. The data is given 
in the following table: 
Table 7.23: Table showing mean and standard deviation values of training and 
development of four generating organizations 
ORG 
NT PC 
APGE 
TNEB 
KPCL 
Total 
Mean 
56.9624 
54.5652 
59.2086 
59.9500 
57.9742 
N 
133 
92 
139 
140 
504 
Std. Deviation 
11.2124 
8.2400 
5.4420 
6.2310 
8.2482 
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NTPC APGE TNEB KPCL 
ORG 
Figure 7.5: Bar ^aph showing mean and standard deviation values of training and 
development in four generating organizations 
It may be seen that based on the mean values and what is represented on the graph that 
KPCL has a higher score and is therefore considered to have better training and 
development practice than other four generating organizations. It is closely followed by 
TNEB. NTPC and APGENCO come next in that order. 
Further, to ascertain whether there is significant difference among the four generating 
organizations, in training and development, the analysis of variance (ANOVA) test has 
been carried out. 
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The following table provides the results of the test: 
Table 7.24: Table showing analysis of variance (ANOVA) value in training and 
development 
Between Groups 
Within Groups 
Total 
Sum of Squares 
1963.644 
32257.020 
34220.665 
df 
3 
500 
503 
Mean 
Square 
654.548 
64.514 
F 
10.146** 
••Significant at 0.01 level 
The calculated F value of 10.15 is higher than the Table value of 3.78 at 0.01 level. 
Therefore the hypothesis that there is no significant difference among the generating 
organizations in training and development is rejected. In other words, there is 
considerable difference among these four generating organizations in training and 
development. 
The researcher is further interested in knowing the relative difference among these four 
organizations in respect of training and development. To ascertain this, t-test has been 
conducted. Each organization is compared with other organizations. This has resulted in 
six comparisons. 
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The results are explained with the support of the following tables: 
Table 7.25: Table showing comparison between NTPC and APGENCO in training and 
development 
Organization 
NTPC 
APGENCO 
N 
133 
92 
Mean 
56.96 
54.57 
S.D 
11.21 
8.24 
Difference 
of Means 
2.39 
df 
223 
t 
1.75 
(N.S) 
N.S = Not significant 
The t-value of 1.75 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between NTPC and APGENCO. Though 
NTPC has better training and development practices than APGENCO, this difference is 
not found to be significant. 
Table 7.26: Table showing comparison between TNEB and NTPC trainim and 
development 
Organization 
TNEB 
NTPC 
•Significant at 
N 
139 
133 
0.05 level 
Mean 
59.21 
56.96 
S.D 
5.44 
11.21 
Difference 
of Means 
2.25 
df 
270 
t 
2.12* 
The t-value of 2.12 is higher than the Table value of 1.96 at significance level 0.05. 
Therefore there is significant difference between TNEB and NTPC. In other words, the 
training and development in TNEB is better than NTPC. 
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Table 7.27: Table showing comparison between KPCL and NTPC in training and 
development 
Organization 
KPCL 
NTPC 
N 
140 
133 
Mean 
59.95 
56.96 
S.D 
6.23 
11.21 
DifTerence 
of Means 
2.99 
df 
271 
t 
2.74** 
••Significant at 0.01 level 
The t-value of 2.74 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and NTPC. In other words, the 
training and development in KPCL is better than NTPC. 
Table 7.28: Table showing comparison between TNEB and APGENCO in training and 
development 
Organization 
TNEB 
APGENCO 
N 
139 
92 
Mean 
59.21 
54.57 
S.D 
5.44 
8.24 
Difference 
of Means 
4.64 
df 
229 
t 
5.20** 
**Significant at 0.01 level 
The t-value of 5.20 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between TNEB and APGENCO. In other words, 
the training and development in TNEB is better than APGENCO. 
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Table 7.29: Table showing comparison between KPCL and APGENCO in training and 
development 
Organization 
KPCL 
APGENCO 
N 
140 
92 
Mean 
59.95 
54.57 
S.D 
6.23 
8.24 
DifTerence 
of Means 
5.38 
df t 
1 
230 5.66** 
<l><l< Significant at 0.01 level 
The t-value of 5.66 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and APGENCO. In other words, 
the training and development in KPCL is better than APGENCO. 
Table 7.30: Table showing comparison between KPCL and TNEB in training and 
development 
Organization 
KPCL 
TNEB 
N 
140 
139 
Mean 
59.95 
59.21 
S.D 
6.23 
5.44 
Difference 
of Means 
0.74 
df 
277 
t 
1.06 
(N.S) 
N.S = Not significant 
The t-value of 1.06 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between KPCL and TNEB. In other words, 
the training and development in KPCL and TNEB can be considered to be of similar 
level. 
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The t-test results show that TNEB is better compared to NTPC and APGENCO in regard 
to training and development practice and is of the same level as KPCL is. Similarly, 
KPCL has better training and development practice than NTPC and APGENCO. As 
stated above, KPCL is stated to have same level of training and development practice as 
in TNEB. NTPC and APGENCO are considered to be of similar level in training and 
development practice. It follows therefore that KPCL and TNEB are considered to have 
better training and development practice than NTPC and APGENCO. 
However, considering the mean values it can be construed that KPCL has better training 
and development practice than the other three power generating organizations. 
Ho7: There is no significant relationship between career growth and overall best 
practice. 
This hypothesis seeks to test whether there is any relationship between career growth and 
overall best practice. Career growth refers to progress of a person in some profession or 
in an organization. It is a formal approach used by organizations to ensure that 
employees can climb the ladder of hierarchy within an organization. From an employee's 
stand point, it is recognition of his service. While executives/managers are elevated to 
higher positions based on seniority-cum-merit or merit alone, the common practice 
followed in the case of staff/workmen is promotion based on seniority. Considering this 
aspect, five questions were addressed to executives/managers and 2 questions were 
addressed to stafCworkmen to obtain information on career growth. From the responses 
thus obtained the score values were worked out and further analysed using necessary 
statistical tools to examine the hypothesis. 
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In order to find out whether there is significant relationship between career growth and 
overall best practice a Pearson Product-Moment Coefficient of Correlation (r) has been 
calculated. The following table provides the summary of the calculation: 
Table 7.31: Table showing correlation between career growth and overall best practice 
in four generating organizations 
Variable 
Overall 
Best 
Practice 
Career 
Growth 
••SignificantatO.Ol 
Mean 
179.81 
7.12 
evel 
S.D 
18.90 
1.54 
r 
0.554** 
It may be seen that the correlation coefficient is significant at 0.01 level. Consequently, 
the above Null hypothesis is rejected. This means that career growth and overall best 
practice have strong relationship. In other words, those who feel that the career growth is 
good, further feel that the overall best practice is also good. 
HoS: There is no significant difference among the four generating organizations in 
Career Growth schemes 
In order to analyse the extent to which there is significant difference among the four 
generating organizations in career growth schemes, the mean and standard deviation 
values were calculated for career growth, organization-wise, based on the score values 
derived from the responses of the respective respondents. 
246 
The data is given in the following table: 
Table 7.32: Table showins mean and standard deviation values of career growth 
schemes in four generatine organizations 
Organization 
NTPC 
APGE 
TNEB 
KPCL 
Total 
Mean 
6.1429 
7.4674 
7.4101 
7.5429 
7.1230 
N 
133 
92 
139 
140 
504 
Std. Deviation 
1.7501 
1.4408 
1.0619 
1.3905 
1.5397 
The following bar graph represents the mean scores on career growth schemes obtained 
by all the four generating organizations. 
NTPC APGE TNEB KPCL 
ORG 
Figure 7.6: Bar graph showing mean and standard deviation values of career growth 
schemes in four generating organizations 
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It may be seen that based on the mean values and what is depicted on the graph that 
KPCL has a higher score and is therefore considered to have better career growth 
schemes than other generating organizations. APGENCO and TNEB closely follow 
KPCL. NTPC comes thereafter. 
Further, to ascertain whether there is significant difference among the four generating 
organizations in career growth schemes the analysis of variance (ANOVA) test has been 
carried out. The following table provides the result of the test: 
Table 7.33: Table showing analysis of variance (ANOVA) value in career growth 
schemes in four generating organizations 
Between Groups 
Within Groups 
Total 
Sum of 
Squares 
174.816 
1017.557 
1192.373 
df 
3 
500 
503 
Mean Square 
58.272 
2.035 
F 
28.63** 
••Significant at 0.01 level 
The calculated value of 28.63 is higher than the Table value of 3.78 at 0.01 level. 
Therefore the hypothesis that there is no significant difference among the four generating 
organizations in respect of career growth scheme is rejected. In other words, there is 
considerable difference among these four generating organizations. 
The researcher is further interested in knowing the relative difference among these four 
organizations in respect of career growth schemes. To ascertain this, t-test has been 
conducted. Each organization is compared with other organizations. This has resulted in 
six comparisons. 
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The results are explained with the support of the following table. 
Table 7.34: Table showing comparison between APGENCO and NTPC in career growth 
Organization 
APGENCO 
NTPC 
N 
92 
133 
Mean 
7.47 
6.14 
S.D 
1.44 
1.75 
Difference 
of Means 
1.33 
df 
223 
t 
5.99** 
••Significant at 0.01 level 
The t-value of 5.99 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between APGENCO and NTPC. In other words, 
the career growth scheme in APGENCO is better than NTPC. 
Table 7.35: Table showing comparison between TNEB and NTPC in career growth 
Organization 
TNEB 
NTPC 
••Significant a 
N 
139 
133 
10.01 level 
Mean 
7.41 
6.14 
S.D 
1.06 
1.75 
Difference 
of Means 
1.27 
df 
270 
t 
7.26** 
The t-value of 7.26 is higher than the Table value of 2.5S at significance level 0.01. 
Therefore there is significant difference between TNEB and NTPC. In other words, the 
career growth scheme in TNEB is better than NTPC. 
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Table 7.36: Table showing comparison between KPCL andNTPC in career growth 
Organization 
KPCL 
NTPC 
N 
140 
133 
Mean 
7.54 
6.14 
S.D 
1.39 
1.75 
Difference of 
Means 
1.40 
df 
271 
t 
7.34** . 
• • Q ; Significant at 0.01 level 
The t-value of 7.34 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and NTPC. In other words, the 
career growth scheme in KPCL is better than NTPC. 
Table 7.37: Table showing comparison between APGENCO and TNEB in career growth 
Organization 
APGENCO 
TNEB 
N 
92 
139 
Mean 
7.47 
7.41 
S.D 
1.44 
1.06 
Difference 
of Means 
0.06 
df 
229 
t 
0.35 
(N.S) 
N.S = Not significant 
The t-value of 0.35 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between APGENCO and TNEB. In other 
words, the career groAvth schemes in APGENCO and TNEB can be considered to be of 
the similar level. 
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Table 7.38: Table showing comparison between KPCL andAPGENCO in career p-owth 
Organization 
KPCL 
APGENCO 
N 
140 
92 
Mean 
7.54 
7.47 
S.D 
1.39 
1.44 
Difference 
of Means 
0.07 
df 
230 
t 
0.40 
(N.S) 
N.S = Not significant 
The t-value of 0.40 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between KPCL and APGENCO. In other 
words, the career growth schemes in KPCL and APGENCO can be considered to be of 
the similar level. 
Table 7.39: Table showing comparison between KPCL and TNEB in career growth 
Organization 
KPCL 
TNEB 
N 
140 
139 
Mean 
7.54 
7.41 
S.D 
1.39 
1.06 
Difference 
of Means 
0.13 
df 
277 
t 
0.90 
(N.S) 
N.S = Not significant 
The t-value of 0.90 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between KPCL and TNEB. In other words, 
the career growth schemes in KPCL and TNEB can be considered to be of the similar 
level. 
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The t-test results indicate that KPCL is significantly different from NTPC and is 
considered to be of similar level in respect of career growth schemes with ThfEB and 
APGENCO. Both TNEB and APGENCO are significantly different from NTPC. As 
such, the three power generating organizations, namely, KPCL, APGENCO and TNEB 
are seen to be of similar level in respect of career growth schemes. 
However, considering the mean values it can be construed that KPCL is better in regard 
to career growth schemes than the other three power generating organizations. 
Ho9: There is no signiflcant relationship between employee relation and overall best 
practice. 
This hypothesis seeks to test whether there is any relationship between employee relation 
and overall best practice. Employee relation refers to the interaction between employees 
of an organization and its management. A satisfactory relation between employees and 
management is necessary for the smooth and orderly functioning of any organization. It 
is common to find employees organizing themselves as a group and represent themselves 
through the group to the management. In so far as workmen are concerned, they form 
unions to espouse their cause. Now-a-days executives also form associations f6r 
interaction with the management. Five questions were addressed to executives/managers 
considering the nature and kind of interaction they normally have with management to 
obtain information on employee relation. Five other similar questions were addressed to 
stafD'workmen considering the type of interaction they or their unions have with 
management to obtain information on employee relation. From the responses thus 
obtained the score values were worked out and further analysed using necessary 
statistical tools to examine the hypothesis. 
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In order to find out whether there is significant relationship between employee relation 
and overall best practice a Pearson Product-Moment Coefficient of Correlation (r) has 
been calculated. The following table provides the summary of the calculation: 
Table 7.40: Table showing correlation between employee relation and overall best 
practice in four generating organizations 
Variable 
Overall 
Best 
Practice 
Employee Relation 
**SignificantatO.OI 
Mean 
179.81 
15.11 
evel 
S.D 
18.90 
1.94 
r 
0.648** 
It may be seen that the correlation coefficient is significant at 0.01 level. Consequently, 
the above null hypothesis is rejected. This means that employee relation and overall best 
practice have strong relationship. In other words, those who feel that the employee 
relation is good, further feel that the overall best practice is also good. 
HolO: There is no significant difference among the four generating organizations in 
employee relation 
In order to analyse the extent to which there is significant difference among the four 
organizations in employee relation, the mean and standard deviation values were 
calculated for employee relation, organization-wise, based on the score values derived 
from the responses of the respective respondents. 
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The data is given in the following table: 
Table 7.41: Table showing mean and standard deviation in relation to employee relation 
in four generating ors^anizations 
ORG 
NT PC 
APGENCO 
TNEB 
KPCL 
Total 
Mean 
14.7293 
15.0435 
14.8705 
15.7357 
15.1052 
N 
133 
92 
139 
140 
504 
Std. Deviation 
2.6972 
1.7661 
1.5456 
1.3282 
1.9443 
The following bar ffzph represents the mean score on employee relation obtained by all 
the four organizations: 
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NTPC APGE TNEB KPCL 
ORG 
Figure 7.7: Bar graph showing mean and standard deviation in employee relation in 
four generating organizations 
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It may be seen that based on the mean values and what is represented on the graph that 
KPCL has a higher score and is therefore considered to have better employee relation 
than the other three generating organizations. APGENCO, TNEB and NTPC come next 
in that order. 
Further, to ascertain whether there is significant difference among the four generating 
organizations in employee relation, the analysis of variance (ANOVA) test has been 
carried out. The following table provides the results of the test: 
Table 7.42: Table showing analysis of variance (ANOVA) value of employee relation in 
four generating organizations 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
82.454 
1818.972 
1901.427 
df 
3 
500 
503 
Mean 
Square 
27.485 
3.638 
F 
7.555** 
••Significant at 0.01 level 
The calculated F value of 7.555 is higher than the Table value of 3.78 at 0.01 level. 
Therefore the hypothesis that there is no significant difference among the generating 
stations in employee relation is rejected. In other words there is considerable difference 
among these four generating organizations. 
The researcher is further interested in knowing the relative difference among these four 
organizations in respect of employee relation. To ascertain this, t-test has been 
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conducted. Each organi2ation is compared with other organizations. This has resulted in 
six comparisons. The results are explained with the support of the following tables: 
Table 7.43: Table showing comparison between APGENCO and NTPC in employee 
relation 
Organization 
APGENCO 
NTPC 
N 
92 
133 
Mean 
15.04 
14.73 
S.D 
1.77 
2.70 
Difference 
of Means 
0.31 
df 
223 
t 
0.981 
(N.S) 
N.S = Not significant 
The t-value of 0.981 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between APGENCO and NTPC. In other 
words, the employee relation in APGENCO and NTPC can be considered to be of the 
similar level. 
Table 7.44: Table showing comparison between TNEB and NTPC in employee relation 
Organization 
TNEB 
NTPC 
N 
139 
133 
Mean 
14.87 
14.73 
S.D 
1.55 
2.70 
Difference 
of Means 
0.14 
df 
270 
t 
0.533 
(N.S) 
N.S = Not significant 
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The t-value of 0.533 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between TNEB and NTPC. In other words, 
the employee relation in TNEB and NTPC can be considered to be of the similar level. 
Table 7.45: Table showing comparison between KPCL and NTPC in employee relation 
Organization 
KPCL 
NTPC 
••Significant a 
N 
140 
133 
10.01 level 
Mean 
15.74 
14.73 
S.D 
1.33 
2.70 
Difference 
of Means 
1.01 
df 
271 
t 
3.94** 
The t-value of 3.94 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and NTPC. In other words, the 
employee relation in KPCL is better than NTPC. 
Table 7.46: Table showing; comparison between APGENCO and TNEB in Employee 
Relation 
Organization 
APGENCO 
TNEB 
N 
92 
139 
Mean 
15.04 
14.87 
S.D 
1.77 
1.55 
Difference 
of Means 
0.17 
df 
229 
t 
0.77 
(N.S) 
N.S = Not significant 
The t-value of 0.77 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between APGENCO and TNEB. In other 
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words, the employee relation in APGENCO and TNEB can be considered to be of the 
similar level. 
Table 7.47: Table showing comparison between KPCL and APGENCO in Employee 
Relation 
Organization 
KPCL 
APGENCO 
N 
140 
92 
Mean 
15.74 
15.04 
S.D 
1.33 
1.77 
Diffierence 
of Means 
0.69 
df 
230 
t 
3.40** 
** Significant at 0.01 level 
The t-value of 3.40 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and APGENCO. In other words, 
the employee relation in KPCL is better than APGENCO. 
Table 7.48: Table showing comparison between KPCL and TNEB in employee relation 
Organization 
KPCL 
TNEB 
N 
140 
139 
Mean 
15.74 
14.87 
S.D 
1.33 
1.55 
Difference 
of Means 
0.87 
df 
277 
t 
5.02** 
* * Significant at 0.01 level 
The t-value of 5.02 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and TNEB, In other words, the 
employee relation in KPCL is better than TNEB. 
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The t-tests results indicate tliat KPCL is significantly different from each one of the other 
three power generating organizations, namely, NTPC, APGENCO and TNEB. As such, 
KPCL has better employee relation practice. The mean values also confirm this position. 
It may also be seen that the three power generating organizations, namely APGENCO, 
TNEB and NTPC are not significantly different from one another and are therefore seen 
to be of similar level. 
Holl: There is no significant relationship between employee motivation level and 
overall best practice. 
This hypothesis seeks to test whether there is any relationship between motivation level 
and overall best practice. Motivation is the complex of forces starting and keeping a 
person at work in an organization. It is the willingness to expend energy to achieve a 
goal or reward. Motivation is the set of forces to cause people to behave in a certain 
ways. As motivated employees are always looking for better ways to do a job, it has 
gained significant position in the literature of human resource management. Four 
questions were addressed to executives/managers as well as staff/workmen to obtain 
information on employee motivation. From the responses thus obtained the score values 
were worked out and further analysed using necessary statistical tools to examine the 
hypothesis. 
In order to find out whether there is significant relationship between employee motivation 
level and overall best practice, a Pearson Product-Moment Coefficient of Correlation (r) 
been calculated. 
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The following table provides the summary of the calculation. 
Table 7.49: Table showing correlation between employee motivation level and overall 
best practice in four generating organizations 
Variable 
Overall 
Best 
Practice 
Employee 
Motivation 
••Significant at 0.01 
Mean 
179.81 
14.66 
evel 
S.D 
18.90 
2.35 
r 
0.723** 
It may be seen that the Correlation Coefficient is significant at 0.01 level. Consequently, 
the above Null hypothesis is rejected. This means that employee motivation level and 
overall best practice have strong relationship. In other words, those who feel that the 
motivation level is good, further feel that overall best practice is also good. 
Hol2: There is no significant difference among the four generating organizations in 
employee motivation level. 
In order to analyse the extent to which there is significant difference among the four 
generating organizations in employee motivation level, the mean and standard deviation 
values were calculated for employee motivation, organization-wise, based on the score 
values derived from the responses of the respective respondents. 
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The data is given in the following table: 
Table 7.50: Table showing mean and standard deviation in respect of employee 
motivation level in four generating organizations 
Organization 
NTPC 
APGE 
TNEB 
KPCL 
Total 
Mean 
15.2406 
14.3261 
13.7554 
15.2357 
14.6627 
N 
133 
92 
139 
140 
504 
Std. Deviation 
2.4715 
2.5120 
2.1698 
1.9439 
2.3470 
The following bar graph represents the mean scores on employee motivation level 
obtained by all the four generating organizations: 
Ul 
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Figure 7.8: Bar graph showing mean and standard deviation in respect of employee 
motivation level in four generating organizations 
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It may be seen that based on the mean values and what is represented on the graph that 
NTPC and KPCL have same score and are therefore considered to have better employee 
motivation level than other two generating organizations. APGENCO and TNEB follow 
them in that order. 
Further, to ascertain whether there is significant difference among the four generating 
companies, in employee motivation level the analysis of variance (ANOVA) test has 
been carried out. The following table provides the results of the test: 
Table 7.51: Table showing analysis of variance (ANOVA) value of employee motivation 
level 
Between Groups 
Within Groups 
Total 
Sum of 
Squares 
215.236 
2555.423 
2770.659 
df 
3 
500 
503 
Mean 
Square 
71.745 
5.111 
F 
14.038** 
* * Significant at 0.01 level 
The calculated F value of 14.04 is higher than the Table value of 3.78 at 0.01 level. 
Therefore the hypothesis that there is no significant difference among the generating 
stations in employee motivation level is rejected. In other words there is considerable 
difference among these four generating organizations. 
The researcher is further interested in knowing the relative difference among these four 
organizations in respect of employee motivation level. To ascertain this, t-test has been 
conducted. Each organization is compared with other organizations. This has resulted in 
six comparisons. 
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The results are explained with the support of the following tables: 
Table 7.52: Table showing comparison between APGENCO and NTPC in employee 
motivation level 
Organization 
NTPC 
APGENCO 
N 
133 
92 
Mean 
15.24 
14.33 
S.D 
2.47 
2.51 
Difference 
of Means 
0.91 
df 
223 
t 
2.71** 
••Significant at 0.01 level 
The t-value of 2.71 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between NTPC and APGENCO. In other words, 
the employee motivation level in NTPC is better than APGENCO. 
Table 7.53: Table showing comparison between NTPC and TNEB in employee 
motivation level 
Organization 
NTPC 
TNEB 
N 
133 
139 
Mean 
15.24 
13.76 
S.D 
2.47 
2.17 
Difference 
of Means 
1.49 
df 
270 
t 
2.71^* 
**Significantat0.01 level 
The t-value of 2.71 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between NTPC and TNEB. In other words, the 
employee motivation level in NTPC is better than TNEB. 
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Table 7.54: Table showing comparison between NTPC and KPCL in employee 
motivation level 
Organization 
NTPC 
KPCL 
N 
133 
140 
Mean 
15.24 
15.236 
S.D 
2.47 
1.94 
Difference 
of Means 
0.005 
df 
271 
t 
0.018 
(N.S) 
N.S = Not significant 
The t-value of 0.018 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between NTPC and KPCL. In other words, 
the employee motivation level in NTPC and KPCL are considered to be on same level. 
Table 7.55: Table showing comparison between APGENCO and TNEB in employee 
motivation level 
Organization 
APGENCO 
TNEB 
N 
92 
139 
Mean 
14.33 
13.76 
S.D 
2.51 
2.17 
Difference 
of Means 
0.05 
df 
230 
t 
0.40 
(N.S) 
N.S = Not significant 
The t-value of 0.40 is lower than the Table value of 1.96 at significance level 0.05. 
Therefore there is no significant difference between APGENCO and TNEB. In other 
words, the employee motivation level in APGENCO and TNEB are considered to be on 
same level. 
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Table 7.56: Table showing comparison between KPCL and APGENCO in employee 
motivation level 
Oi^anization 
KPCL 
APGENCO 
N 
140 
92 
Mean 
15.24 
14.33 
S.D 
1.94 
2.51 
Difference 
of Means 
0.91 
df 
230 
t 
3.10** 
**Significantat0.01 level 
The t-value of 3.10 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and APGENCO. In other words, 
the employee motivation level in KPCL is better than APGENCO. 
Table 7.57: Table showing comparison between KPCL and TNEB in employee 
motivation level 
Organization 
KPCL 
TNEB 
N 
140 
139 
Mean 
15.24 
13.76 
S.D 
1.94 
2.17 
Diflference 
of Means 
1.48 
df 
277 
t 
6.00** 
••Significant at 0.01 level 
The t-value of 6.00 is higher than the Table value of 2.58 at significance level 0.01. 
Therefore there is significant difference between KPCL and TNEB. In other words, the 
employee motivation level in KPCL is better than TNEB. 
The t-test results reveal that there is no significant difference between NTPC and KPCL 
in regard to employee motivation and they are therefore of the similar level. They are 
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however better compared to the remaining two power generating organizations, namely, 
APGENCO and TNEB. It is also seen that there is no significant difference between 
APGENCO and TNEB and hence these two power generating organizations have similar 
employee motivation level. 
The mean value obtained by NTPC is marginally higher than that of KPCL. Therefore, 
NTPC may be construed to have better motivation level than KPCL has. 
From the mean values it is seen that NTPC and KPCL are seen to be of similar level in 
employee motivation and better than the other two power generating organizations, 
namely, APGENCO and TNEB. 
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Chapter 8 
Summary and Conclusions 
As stated earlier, the broad objective of the research was to study the HRM functions in 
generating organizations and to benchmark tiie best practices. The specific objectives 
were related to manpower planning, manpower acquisition, training and development 
career growth, employee relation and motivation. The hypotheses were formulated to 
examine these objectives. This chapter deals with summary and conclusions of the study 
with respect to the hypotheses. 
In regard to manpower planning, the first hypothesis intended to examine the relationship 
between manpower planning and the overall best practices. Manpower planning is a 
constituent of the overall best practices. However, how significant the relationship 
between the two was sought to be known. It was tested using coefficient of correlation 
tool. As the obtained correlation between manpower planning and overall best practice is 
significant, they have strong relationship. 
The next hypothesis intended to find out the differences in manpower planning among 
the four generating organizations. It assumed that there was no difference. ANOVA test 
was conducted to find out the position. 
The result of ANOVA test has shown that there is significant difference among the four 
generating organizations and therefore the hypothesis is rejected. 
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The next step was to find out the difference between the generating organizations. Each 
organization was compared with the other, 't' test was conducted for this purpose. 
While comparing NTPC with APGENCO, the t-test proves that there is a significant 
difference between NTPC and APGENCO. NTPC has been found to have significantly 
better manpower planning practice than APGENCO. Comparing NTPC and TNEB on 
the same grounds, NTPC has significantly better manpower planning practice than 
TNEB. In the case of NTPC and KPCL, both have similar level of manpower planning 
practice. While comparing TNEB with APGENCO, there is significant difference and 
the result shows that TNEB has significantly better manpower planning practice than 
APGENCO. Comparing KPCL and APGENCO in manpower plannmg practice, KPCL 
has significantly better manpower planning practice than APGENCO. Finally comparing 
KPCL and TNEB in manpower planning practice, KPCL has been found to be better than 
TNEB. 
Thus the 't' test results indicate that while NTPC has better manpower planning practice 
compared to TNEB and APGENCO, in so far as its comparison with KPCL is concerned, 
it has been found that there is no significant difference between NPTC and KPCL. In 
other words, in these two organizations, the manpower planning practice is of the similar 
level. Further, based on mean values, NTPC is found to be better than the other three 
generating organizations closely followed by KPCL. 
NTPC is regarded as highly successful organization. The discussions with the managers 
of NTPC point out that the staff pattern has been rationalized. It appears that this is one 
of the factors contributing to the success of NTPC. Both workmen and managers of 
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NTPC consider that the staff level is adequate. A specific examination of this element 
reveals that both workmen and managers hold the same view. 
In regard to manpower acquisition, one hypothesis intended to find out if there is 
significant relationship between manpower acquisition process and overall best practice. 
It was tested using coefficient of correlation tool. As the obtained correlation between 
manpower acquisition and overall best practice is significant, they have strong 
relationship. 
The other hypothesis intended to find out the differences in manpower acquisition 
process among the four generating organizations. It assumed that there was no 
difference. ANOVA test was conducted to find out the position. The result of ANOVA 
test has shown that there is significant difference among the four generating organizations 
and therefore the hypothesis is rejected. 
The relative difference among the four power generating organizations in respect of 
manpower acquisition process is shown by using 't' test. Accordingly, this has resulted 
in six comparisons. The results are as follows: 
There is no significant difference between NTPC and APGENCO (considered at similar 
level). There is no significant difference between NTPC and TNEB (considered at 
similar level). There is significant difference between KPCL and NTPC (KPCL is better 
than NTPC). There is no significant difference between APGENCO and TNEB 
(considered at similar level). There is significant difference between KPCL and 
APGENCO (KPCL is better than APGENCO). There is significant difference between 
KPCL and TNEB (KPCL is better than TNEB). 
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The t-test results show that there is significant difference between KPCL and the 
remaining three organizations. Therefore, it is established that KPCL has better 
manpower acquisition practice. Also from the mean values it has been found that KPCL 
has better manpower acquisition process than the other three power generating 
organizations. 
Although there is apparent difference among the remaining three organizations as seen 
from the mean values, the t-test results indicate that there is no significant difference 
between NTPC and APGENCO; NTPC and TNEB; and TNEB and APGENCO. As 
such, in these three power generating organizations, the manpower acquisition process is 
of similar level. However, as per mean values NTPC takes precedence over APGENCO 
and TNEB. 
KPCL encourages current employees in recruitment and selection. Workers and 
managers of KPCL endorse this view overwhelmingly. This has put KPCL a shade 
above the other three organizations. Internal source is endorsed by management gurus. 
Current employees are often the best source of candidate, says Gary Dessler. 
As far as training and development is concerned, the hypothesis considers that there is no 
significant relationship between training and development and overall best practice. The 
obtained correlation value between training and development and over all best practice is 
significant. Consequently, training and development and overall best practices have 
strong relationship. 
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The other hypothesis assumes that there is no significant difference among the four 
power generating organizations in training and development. To ascertain whether there 
is significant difference among the four power generating organizations, in training and 
development, the analysis of variance (ANOVA) test was carried out. The result shows 
that there exists significant difference among these four generating organizations. 
Therefore the hypothesis is rejected. 
To know relative difference among these four organizations in respect of training and 
development, t-test has been carried out. Each organization is compared with others 
resulting in six comparisons. 
Comparison of NTPC and APGENCO reveals that there is no significant difference 
between them and can be considered to be of the similar level. Comparison of TNEB and 
NTPC reveals that there is significant difference between them. In other words, training 
and development in TNEB is better than NTPC. There is significant difference between 
KPCL and NTPC. The training and development in KPCL is better than NTPC. There is 
significant difference between TNEB and APGENCO. The training and development in 
TNEB is better than APGENCO. Comparison of KPCL and APGENCO indicates that 
there is significant difference between them. The training and development in KPCL is 
better than APGENCO. Between KPCL and TNEB, there is no significant difference 
between them and can be considered at similar level. 
Thus the 't' test results show that TNEB is better compared to NTPC and APGENCO in 
regard to training and development practice and is of the similar level as KPCL is. 
Similarly, KPCL has better training and development practice than NTPC and 
APGENCO. As stated above, KPCL is stated to have similar level of training and 
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development practice as TNEB. NTPC and APGENCO are considered to be of similar 
level in training and development practice. It follows therefore that KPCL and TNEB are 
considered to have better training and development practice than NTPC and APGENCO. 
However, mean values indicate that KPCL is better. TNEB stands next in line. 
Both KPCL and TNEB have accorded high priority to training and development. This is 
despite the fact that these two organizations are in existence for a very long time 
compared to the other two organizations. NTPC is also known to have given significant 
importance to training and development. It has a huge training facility. APGENCO also 
considers training as an important intervention. It is ascertained that the organization 
sends substantial number of employees for external training. The other highlight is 
KPCL sends a large number of workers regularly for long term technical courses meeting 
the entire cost and providing them incentives and promotion subsequent to successful 
completion of the couree. 
A huge literature is available which strongly advocates training and development 
intervention for the performance enhancement. Training and development has win-win 
outcomes for both employees and employers. A research at Xerox found that post 
training New Castle branch of Xerox became the top branch in terms of sales and that 
sales calls to get an order had virtually halved to twenty four (Maninder Singh, 2006). 
The business success of leading organizations like Motorola, General Electric and 
Hewlett Packard is attributed to systematic employee training (Catala Nello and Redding, 
1989). This holds good for the generating organizations. 
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Regarding career growth the hypothesis intended to find out the existence of relationship 
between career growth and overall best practice. The obtained correlation value between 
career growth and overall best practice is significant. This means that the career growth 
and overall best practice have strong relationship. 
The other hypothesis sought to find out the differences among the four power generating 
organizations in career growth. ANOVA test was conducted. The result shows that there 
is significant difference among four generating organizations. 
To know the relative difference among these four organizations in respect of career 
growth schemes, t-test was conducted. Each organization is compared with the others 
resulting in six comparisons. Comparison of APGENCO and NTPC in career growth 
indicates that there is significant difference between APGENCO and NTPC. The career 
growth scheme in APGENCO is better than NTPC. Comparison of TNEB and NTPC in 
career growth reveals that there is significant difference between them. TNEB is better 
than NTPC. There is significant difference between KPCL and NTPC in career growth. 
KPCL is better than NTPC. Comparison between APGENCO and TNEB indicates that 
there is no significant difference between these two. Both can be considered to be at 
similar level. When KPCL and APGENCO are compared, there is no significant 
difference between the two. Both can be considered to be of the similar level. 
Comparing KPCL and TNEB in career growth, there is no significant difference. Both 
can be considered to be of the similar level. 
Thus the 't' tests results indicate that KPCL is significantly different fi-om NTPC and is 
considered to be of similar level in respect of career growth schemes in TNEB and 
APGENCO. Both TNEB and APGENCO are significantly different from NTPC. As 
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such, the three power generating organizations, namely, KPCL, APGENCO and TNEB 
are seen to be of similar level in respect of career growth schemes. However, the mean 
values indicate that KPCL is better and therefore construed accordingly. APGENCO 
takes second place. 
Benchmarking research in HR functions was conducted by Nitin Vazirani (2007) 
covering units in pharmaceutical industry in India. The study examined HR and strategic 
plans, organizational climate, training and performance management systems. Career 
planning was also studied. In this one of the elements considered was job rotation. The 
study suggested linking of performance appraisal with that of career advancement. 
It is ascertained that TNEB and APGENCO provide good career growth which is mostly 
based on seniority. NTPC and KPCL follow seniority up to certain level and selection 
method for senior levels. Performance appraisal is linked to selection method invariably. 
In respect of employee relation, the first hypothesis seeks to find out whether there is 
significant relationship between employee relation and overall best practice. The 
obtained correlation value between employee relation and overall best practice is 
significant. This means that employee relation and overall practice have strong 
relationship. 
The other hypothesis intended to find out whether there is significant difference among 
the four generating organizations in employee relation. According to ANOVA test, there 
is significant difference among the four generating organizations. To know the relative 
difference among the four organizations, based on the t-test conducted conclusions are 
drawn: Comparison of APGENCO and NTPC in employee relation reveals that there is 
no significant difference between the two. Both can be considered to be of similar level. 
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Comparison of TNEB and NTPC indicates that there is no significant difference and 
hence can be considered to be of the similar level. Comparison between KPCL and 
NTPC reveals that there is significant difference between the two and KPCL has better 
employee relation than NTPC. Comparison between APGENCO and TNEB shows that 
there is no significant difference between the two and can be considered to be of similar 
level. KPCL and APGENCO have significant difference in employee relation. KPCL is 
placed better than APGENCO. Comparing KPCL and TNEB reveals that there is 
significant difference between the two. Employee relation in KPCL is better than TNEB. 
Thus the t-test results indicate that KPCL is significantly different from each one of the 
other three power generating organizations, namely, NTPC, APGENCO and TNEB. As 
such, KPCL has better employee relation practice. This is reinforced by the mean values. 
It is further seen that the other three power generating organizations, namely APGENCO, 
TNEB and NTPC are not significantly different from one another and are therefore seen 
to be of similar level. However, from mean values it can be deduced that APGENCO 
comes next. 
The generating organizations have pro-active approach in regard to employee relation. 
Jeannette Swist (2002) has cautioned that flrefighting approach should be avoided. The 
generating organizations are in conformity with this advice. 
One of the functions of HRM outlined by American Society for Training and 
Development is union/labour focus. The need for this is well recognized by all the four 
generating organizations. 
275 
In regard to employee motivation, the hypothesis intended to examine whether there is 
significant relationship between employee motivation level and overall best practice. The 
obtained correlation between motivation level and over all best practice is significant. 
Therefore they have strong relationship. 
The other hypothesis is intended to find out whether there is significant difference among 
the four generating organizations in employee motivation level. ANOVA test conducted 
indicates that there is significant difference among four generating organizations. 
The t-test conducted to know the relative difference among the four organizations shows 
the following six comparisons. Comparison of NTPC and APGENCO in employee 
motivation level indicates that there is significant difference between the two. 
Motivation level in NTPC is better than in APGENCO. Comparison of NTPC and TNEB 
shows that there is significant difference between the two. Employee motivation level in 
NTPC is better than TNEB. Comparison of NTPC and KPCL reveals that there is no 
significant difference between the two. Both are considered to be of the similar level. 
Comparison of APGENCO and TNEB in employee motivation level indicates that there 
is no significant difference between the two and are considered to be on similar level. 
Comparison of KPCL and APGENCO indicates that there is significant difference 
between the two. The employee motivation level in KPCL is better than APGENCO. 
Comparison of KPCL and TNEB reveals that there is significant difference between 
KPCL and TNEB. The employee motivation level in KPCL is better than TNEB. 
The 't' test results reveal that there is no significant difference between NTPC and KPCL 
in regard to employee motivation and are therefore of the similar level. They are 
however better compared to the remaining two power generating organizations, namely, 
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APGENCO and TNEB. It is also seen that there is no significant difference between 
APGENCO and TNEB and these two power generating organizations have similar 
employee motivation level. However, the mean values indicate that NTPC has a very 
marginal higher score than that of KPCL and hence occupies first position. KPCL 
follows next. 
Mohd. Zairi and Paul Leonard (1995) suggest that benchmarking human resource issues 
can be made by using Malcom Baldrige National Quality Award framework. The 
Malcom Baldrige framework includes a set of values and concepts represented in seven 
categories one of them being Human Resource Management. The human resource area 
has five sub headings in the fi-ame work two of which are employee performance and 
recognition - that deals with various methods used for recognizing employee contribution 
and rewards and employee wellbeing and morale - that is about how companies maintain 
and develop further a climate for employee satisfaction. The generating organizations are 
well aware of the need to maintain a motivated workforce. The high performance 
attained by these organizations is said to be the outcome of high motivation witnessed 
among the employees. In particular, NTPC is geared to face the future challenges as 
expressed by its employees. 
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Chapter 9 
Recommendations Limitations and Suggestions for Future Researcti 
This research throws light on "whom to benchmark with". For six human resource 
functions, the lead organizations are identified. NTPC has been found to be the best in 
manpower planning practice and employee motivation level. As regards employees' 
acquisition, training and development, career growth and employee relation functions, 
KPCL's practices have been found to be the best. 
Slowly but steadily the role of private sector in power generation has been increasing. 
Consequently, competition is experienced by the existing players. The imperatives of 
executing power projects on time without cost escalation and operating the power plants 
at superior performance level have cast a new responsibility on the generating 
organizations to identify areas for improvement and implementing appropriate 
management practices. 
All the four organizations taken up for study in this research are good ones in terms of 
performance in the respective fields. The response of employees on various HR elements 
contained in the study reveals that these organizations are regarded highly by their 
respective employees. It can therefore be said that there is a strong relationship between 
good employee practices and better performance towards achieving organizational goals. 
Therefore, in this context, it is recommended that power companies/state boards desirous 
of enhancing their performance may compare their human resource functions with these 
leaders. 
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It is further suggested that generating organizations interested in carrying out 
benchmarking projects in human resource functions may send their senior functionaries 
to the identified lead organizations to undertake comparative study. 
A one off interaction may not be sufficient. The option of deputing a few senior and 
middle level functionaries connected with HR and operations to the lead organizations to 
work there for a year or more may prove to be beneficial. The deputationists on return to 
their parent organizations can seek to implement the best practices they have learnt 
during deputation. This is quite possible as most of the players are extended arms of the 
state/central government. 
Good companies have good practices. Not only the lead organizations, the other two 
organizations also have good practices, which are worthy of adoption. TNEB is credited 
with formulating manpower plan in consultation with all its departments; focusing the 
training on skill development and attitudinal change and providing good terminal benefits 
to its employees. APGENCO is considered good in having a clearly "defined 
qualification and skill requirements" of its employees; positioning the employees on right 
time of need; extending attractive wage/salary and fringe benefits; and maintaining 
cordial industrial relations with its employees. It is recommended that these elements of 
the respective human resource function can be learnt profitably from these organizations. 
Limitations of the Study 
The utility of the research has limitations. Generating companies in most cases are under 
the control of government. Several policies of government impact on these companies 
having far reaching implications for HR functions. There are variations among the 
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policies of different governments. Regional differences too have their own implications. 
In making comparisons, these limitations act as hurdles. 
Only four organizations have been covered under this study. Based on judgement 
considering their performance, they have been selected. There are other power 
generating organizations that have won awards but are not covered under this study. It is 
quite possible that they may have practices better than the organizations now studied. 
The four organizations studied have vast geographical jurisdiction. Several power plants 
are owned by them. Only a few power stations have been covered through a sample of 
employees. Uncovered regions may have practices of significance. 
Suggestions for Future Study 
The present study has covered only certain HRM functions. It is recommended that 
similar studies may be conducted on remaining critical human resource functions. 
Such a study may be made at regional level where obtaining information could be 
quicker. Regional units have closer co-ordination. For instance, there are regional 
electricity boards which co-ordinate power utilities in different regions. The learning 
process will be faster in case of regional comparisons. It is said that if best practices are 
not quickly studied and adopted the very practice itself may become not so best owing to 
efflux of time. 
There are multitudes of practices associated with setting up of power plants and processes 
involved in operations of power stations. This study covers only HRM function. Similar 
study in project management, operation and maintenance of power plants, procurement of 
equipment, fbel and other materials, financing and other functions can be undertaken. 
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At the next level, a comparative study with private sector companies in generation 
segment is likely to make valuable contribution to the sector. 
It is further suggested that a study comparing with international organizations in power 
sector might be useful in future. National co-ordinating organizations like Central 
Electricity Authority may take responsibility for such study. 
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Appendix 
Form - QA 
A research study on best HR practices in power generation organizations 
QUESTIONNAIRES FOR MANAGERS/EXECUTIVES 
Please tick [ \ / ] appropriate answer with reference to your organization. 
Please write in CAPITAL letters 
1 NAME OF 
ORGANIZATION 
YOUR 
2 
T 
DffARTMENT 
DESIGNATION 
Management Level 
(a) Senior 
(b) Middle 
(c) Junior 
[ ] 
[ ] 
[ 1 
No. of completed years of 
service 
Less than one year 
1 to 2 years 
3 to 5 years 
6 to 10 years 
Above 10 years 
Your age in years 
(1) 18-24 [ 
(2)25-34 [ 
(3) 35-44 [ 
(4)45-54 [ 
(5) Over 54 [ 
] 
Gender (1) Male [ ] (2) Female [ ] 
Qualification 
(1) Under graduate [ ] 
(2) Graduate [ ] 
(3) Post-Graduate [ ] 
1 
la 
1» 
Ic 
U 
U 
Please answer all questions with reference 
Manpower Planning is an important process in 
your organization 
In manpower planning, industry comparison 
(best practice) is made 
In manpower planning, comparison (best 
practice) with power industry abroad is made 
Manpower planning Is made in consultation with 
all departments in the organization 
Woridoad (job content) is assessed based on 
scientific methods 
Qualification and skill sets of employees are 
clearly defined 
to your organization 
a 
b 
c 
T 
e 
a 
b 
c 
T 
e 
a 
T 
c 
d 
e 
a 
T 
c 
T 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
I* 
if 
\k 
li 
V 
U 
Staff is adequate 
Staff is excess 
There is shortage of staff 
Employees with right skills are available 
Employees are deployed on right jobs 
Employees are positioned in right time 
a 
b 
c 
d 
e 
a 
T 
c 
d 
e 
a 
b 
c 
T 
e 
a 
T 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
in 
1/ 
IJM 
111 
2 
U 
2b 
Outsourcing as part of manpower planning is in 
practice 
Outsourcing is a good system 
Your work load is challenging but not 
burdmsome 
Method of recruitment adopted is proper 
External (open market) recruitment is largely 
resorted to 
Internal recrtuitment (from within) is encouraged 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
IV 
2c 
2d 
2e 
2f 
^ 
3 
Job vacancies are advertised extensively 
Fair opportunity is provided to all eligible 
candidates 
Proper weightage is given to qualification 
Proper weightage is given to experience where 
required 
Selection process (written test, interview, group 
discussion etc) is objective 
Your job makes the best use of your abilities 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
T 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Stron^y agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
3a 
3b 
3c 
4 
4« 
4b 
The targets are set fairly 
"Induction training programme" is in vogue 
Job rotation is followed 
There is a good "training policy" 
Training needs are assessed systematically 
E>epartment heads are consulted on training 
needs 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
VI 
4c 
4i 
4c 
</ 
<# 
4h 
New technology requirements are considered 
Employees' proposal on training requirements are 
considered 
In-house training is a regular feature 
Annual training calendar is prepared and notified 
in advance 
Training covers skill development 
Training covers knoweldge development 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
T 
c 
d 
e 
a 
T 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Diss^ree 
Undecided 
Agree 
Strongly agree 
— 
Vll 
41 
il 
4k 
41 
4m 
4fl 
Training covers attitudinal change 
There is adequate participation in in-house 
training programmes 
In-house training programmes are useful 
Employees are sent for external training 
External training programmes are relevant and 
useful 
Impact of training on performance is assessed 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
T 
c 
d 
e 
a 
b 
c 
d 
e 
8 
T 
C 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
-
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disi^ee 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
vin 
Ao 
4P 
4* 
S 
s« 
Your organization has tie-up with external 
training institutions for long term 
specific/organization related programmes 
Such long term training programmes are relevant 
and useful 
Upon successful completion of such long term 
training programmes, employees are given 
financial benefits/promotion 
Promotion opportunity available is fur 
Career growth scheme is favourable to 
employees 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
— 
IX 
Sb 
Sbl 
5*2 
6 
6a 
6b 
Career giowth is based on seniority and hence 
effective 
Career growth is based on merit and hence 
effective 
• • 
Career growth is based on seniority up to middle 
level and by merit for higher levels and hence 
effective 
Wage/salaiy being paid is the best 
Various fringe benefits offered are good 
Incentive schemes are good 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
c 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly diss^ee 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strpngly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagre<; 
Undecided 
Agree 
Strongly agree 
— 
6c 
U 
6e 
7 
7c 
7* 
Organization is interested in the welfare of 
employees 
Rirtirement benefits are good 
Retirement benefits are settled on time 
The "industrial relations" scenario is cordial 
Negotiating unions/associations (bargaining 
agents) are identified 
There is mutual trust between management and 
employees 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
— 
XI 
7c 
S 
9 
10 
11 
12 
Industrial unrest is rare 
Employees are motivated 
Sense of belonging is visible 
Employees' problems are considered 
There is recognition for exceptional performance 
Power sector is undergoing structural change. 
Separate oitities are formed by "unbundling the 
sector". New "methods and performance 
measures" are sought to be implemented. 
Employees are prepared to "cope with the 
change" 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
T 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
xu 
Form - QB 
A research study on best HR practices in power generation organizations 
QUESTIONNAIRES FOR STAFFAVORKMEN 
Please tick [ \ / ^ ] appropriate answer with reference to your organization. 
Please write in CAPITAL letters 
1 
2 
3 
4 
5 
6 
7 
8 
NAME OF YOUR 
ORGANIZATION 
DEPARTMENT 
DESIGNATION 
NO. OF COMPLETED 
YEARS OF SERVICE 
Your age in years 
Gender 
Qualification 
Less than one year [ ] 
1 to 2 years [ ] 
3 to 5 years [ ] 
6 to 10 years [ ] 
Above 10 years [ ] 
(1) 18-24 [ ] 
(2)25-34 [ ] 
(3)35-44 [ ] 
(4)45-54 [ ] 
(5) Over 54 [ ] 
(l)Male [ ] (2) Female [ ] 
(1) Under graduate [ ] 
(2) Graduate [ ] 
(3) Post-Graduate [ ] 
XIll 
la 
lb 
Ic 
Id 
le 
1/ 
Please answer all questions with reference to your organization 
Staff is adequate in your department 
Staff is excess 
There is shortage of staff 
Employees with right skills are available 
Employees are deployed on right jobs 
Employees are positioned in right time 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XIV 
ig 
Ih 
2 
2a 
2b 
2c 
Outsourcing is a good system 
Your woric load is challenging but not burdensome 
Method of recruitment adopted is proper 
External (open market) recruitment is largely 
resorted to 
Internal recrtuitment (from within) is oicouraged 
Job vacancies are advertised extensively 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XV 
2d 
2e 
It 
2g 
3 
3a 
Fair opportunity is provided to all eligible 
candidates 
Proper weightage is given to qualification 
Proper weightage is given to experience where 
required 
Selection process (trade test, interview etc) is 
objective 
Your job makes the best use of your abilities 
The targets are set fairly 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XVI 
3b 
3c 
4 
4a 
4b 
4c 
"Induction training progranune" is in practice 
Job rotation is followed 
There is a good "training policy" 
Training needs are assessed systematically 
On the job training is given to develop employee 
skills 
Departmoit heads are consulted on training needs 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disi^ree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disi^ree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XVII 
4d 
4e 
¥ 
*g 
4h 
4/ 
Employees' proposal on training requirements are 
considered 
In-house training is a regular feature 
Training covers skill development 
Training covers knoweidge development 
Training covers attitudinal change 
There is adequate participation in in-house training 
programmes 
a 
b 
c 
d 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
• 
xvni 
4/ 
4k 
4/ 
4m 
4n 
4c 
In-house training programmes are useful 
Employees are sent for external training 
External training programmes are relevant and 
useful 
Impact of training on performance is assessed 
Your organization has tie-up with external training 
institutions for long term specifi&'organization 
related programmes 
Such long term training programmes are relevant 
and useful 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disi^ree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XIX 
4/» 
S 
5a 
6 
6a 
Upon successful completion of such long term 
training programmes, employees are given financial 
benefits/promotion 
Promotion opportunity available is &ir 
Promotion is based on seniority and hence effective 
Wage/salary being paid is the best 
Various fringe benefits offered are good 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disi^ree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Dis^ee 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XX 
6b 
6c 
6d 
6e 
7 
7a 
Incentive schemes are good 
Organization is interested in the wel&re of 
employees 
Retirement benefits are good 
Retirement benefits are settled on time 
The "industrial relations" scenario is cordial 
Negotiating unions/associations (bargaining agents) 
are identified 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
T 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XXI 
lb 
Ic 
8 
9 
10 
11 
Representatives of management and employees 
meet frequently to resolve problems 
Industrial unrest is rare 
Employees are motivated 
The organization is a good place to work 
The grievances are handled fairly 
There is recognition for exceptional performance 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XXll 
12 
Power sector is undergoing structural change. 
Separate entities are formed by "unbundling the 
sector". New "methods and performance measures" 
are sought to be implemented. Employees are 
prepared to "cope with the change" 
a 
b 
c 
d 
e 
Strongly disagree 
Disagree 
Undecided 
Agree 
Strongly agree 
XXIII 
